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Abstract: 

This research examines motivation theories and aspects of telecommunications. The main goal is to provide 

management solutions that boost employee engagement, contentment, and performance in this business. 

Additionally, motivation-affecting elements are identified and examined in detail. These include company culture, 

leadership styles, recognition practices, job design, training programmes, and work-life balance initiatives. The goal 

is to examine how these variables affect motivation in the research extensively. Research gaps remain despite 

advances in understanding employee motivation in the telecommunications business. These gaps include integrating 

motivation theories, digital transformation, cross-cultural views, and employee perspectives. Researchers may 

improve telecom motivation tactics by addressing these limitations. This research examines employee motivation 

and organizational issues in telecommunications.  

 

Keywords: Telecommunications Sector, Employee Motivation, Motivation Theories, Organizational Factors, 

Digital Transformation. 

 

1. Introduction: 

Employee motivation has long been seen as crucial to corporate performance. Motivation in organisations has been a 

significant focus of management and psychological research. Maslow's Hierarchy of Needs helped explain why 

people do well (Maslow, 1943). Modern perspectives like Self-Determination Theory (SDT) and Expectancy Theory 

have helped us understand motivation (Deci & Ryan, 1985). Employee motivation has long been recognised as 

crucial to organisational success. Locke and Latham (2004) found that employee motivation increases productivity, 

creativity, and dedication to organisational objectives. Educators and researchers have proposed several hypotheses 

to explain workplace motivation throughout history.  
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Organisations must evaluate and improve employee adaptability to survive and grow in the current business 

environment, which is changing rapidly due to globalisation, technological advances, and dynamic market 

conditions (D'Netto & Sohal, 1999). Motivation is closely tied to adaptability, the ability to adjust behaviour in 

response to environmental changes. Motivated employees enjoy change and seek opportunities to succeed in 

unexpected conditions (Gryphon, 2007). 

Motivation affects employee performance, job happiness, and productivity, which impacts telecommunications 

companies' success. Telecommunications firms may create an environment where employees are engaged, focused, 

and motivated to achieve goals by understanding and using motivation theories.  

 

Motivating and improving staff performance can help telecom companies succeed. By aligning individual and 

organisational goals, telecom businesses may boost employee performance, industry innovation, and 

competitiveness. Job satisfaction drives employee retention and company success in telecommunications. Herzberg's 

Theory states that recognition, responsibility, and advancement motivate job happiness (Herzberg et al., 1959). 

Telecom firms may improve job satisfaction and retention by giving employees meaningful work, acknowledging 

their achievements, and offering career opportunities. Motivated employees' creative thinking and problem-solving 

drive technology and service improvements in the telecommunications industry. Self-determination theory (Deci & 

Ryan, 1985) states that skill development and autonomy boost employee's intrinsic motivation and creativity. 

Telekom firms may foster a creative culture that drives performance by empowering employees to explore new 

ideas, try new techniques, and make decisions. Committed to the company's goals and values, engaged employees 

are emotionally immersed in their work. Bandura's (1977) Social Learning Theory states that employees are 

motivated by watching and copying their peers. Telecom companies can boost employee engagement by creating a 

welcoming workplace, encouraging information sharing and cooperation, and offering mentorship and professional 

growth. Social learning principles can help telecom firms create a collaborative environment that rewards employees 

for outstanding work. 

Motivated employees must ensure high-quality products and services that satisfy client expectations. Hackman and 

Oldham's 1976 employment Characteristics Model identifies task significance and skill variety as key employment 

attributes that motivate and satisfy employees. Telecommunications companies may create positions where 

employees can use their skills, make a difference, and see customer satisfaction. Telecommunications businesses 

may boost customer happiness, market share, and service quality by deliberately combining employee motivations 

with job features.  

 

This article examines how employee motivation theory affects adaptability appraisal in modern businesses. The 

report is essential because it gives CEOs and HR professionals valuable insights. Understanding motivational 

theories and flexibility helps businesses improve talent development, employee engagement, and change 

management (Pinder, 1998). Organisations should strategically position themselves to handle uncertainties, 
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capitalise on opportunities, and develop a motivated and adaptable staff to gain a sustained competitive advantage in 

the ever-changing business landscape.  

After that, we will review relevant employee motivation theory and adaptability research. We will also discuss 

theoretical frameworks that explain these notions and offer practical implications and solutions for organisational 

implementation.  

 

2. Need of the study: 

The imperative nature of this research stems from the pivotal significance that motivation imparts to 

telecommunications institutions. Notwithstanding the extensive body of literature concerning motivation theories, a 

dearth of exhaustive research exists regarding the particular application of these theories in the telecommunications 

industry. It is crucial to understand how motivation theories align with the specific motivational factors present in 

telecommunications organizations, such as job autonomy, career advancement opportunities, and recognition. This 

understanding is essential for developing targeted strategies to enhance employee motivation and performance in this 

sector.  

This study Endeavours to fill this void in the academic literature by offering telecom organisations practical 

recommendations and insightful analysis to enhance their workforce motivation strategies. Doing so will increase 

employee engagement, contentment, and overall organisational success. 

 

 

3. Aim of the study: 

• In the context of the telecommunications industry, identify and evaluate the main motivation theories.  

• Analyze the extent to which these motivation theories correspond with key motivational elements that are 

pervasive in the telecommunication sector, including but not limited to recognition, opportunities for career 

progression, job autonomy, and skill enhancement. 

 In order to identify prospective research voids concerning the application of motivation theories to specific 

motivation factors in the telecommunications industry, it is imperative to undertake a comprehensive 

literature review.  

 

4. Literature Review: 

4.1 Understanding Motivation in the Telecommunications Sector 

In the dynamic and fiercely competitive telecommunications industry, it is imperative to comprehend employee 

motivation to sustain organisational triumph and foster innovation. Although motivation theories offer valuable 

frameworks for examining motivational factors, it is equally crucial to investigate the distinctive challenges and 

opportunities within the telecommunications industry. This literature review examines multiple dimensions of 

motivation within the telecommunications industry, particularly emphasising the influence of technological 
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advancements, job satisfaction, organisational culture, and leadership.  

The telecommunications industry is significantly influenced by employee motivation and performance. Research 

conducted by (Khan et al., 2020) and Shields (2013) has established a positive correlation between job satisfaction 

and employee engagement, retention, and the overall performance of telecommunications organisations. Workload, 

work-life balance, and career advancement opportunities are significant determinants of employee job satisfaction in 

the telecommunications sector(Posey et al., 2015). 

 

The influence of telecommunications companies' organisational cultures on employee motivation and conduct is 

substantial. (Awadhi et al., 2021)An inclusive and supportive culture, emphasising transparency, communication, 

and collaboration, cultivate a feeling of inclusion and dedication among its workforce. Organisations with a robust 

culture of collaboration and innovation tend to have more motivated and satisfied employees, according to research 

by (Bahrami et al., 2021). This, in turn, contributes to enhanced performance and competitiveness within the 

telecommunications industry.  

 

In order to inspire and propel the achievement of objectives within an organisation, effective leadership is vital in the 

telecommunications sector. Greater levels of employee motivation and engagement correlate with transformational 

leadership styles, distinguished by their emphasis on vision, inspiration, and empowerment (Bass, 1985). Research 

conducted by Wang and Wang (2012), as well as Liu et al. (2019), has provided evidence that leadership behaviours 

that are empowering and supportive have a favorable effect on employee motivation and job satisfaction within 

telecommunications organizations.  

 

Technological progress and digital changes have significantly impacted the telecommunications sector, which has 

affected employee motivation and job responsibilities(Coussement et al., 2017). New technologies have generated 

opportunities for innovation and efficiency. However, these advancements have also presented difficulties in the 

form of job displacement and skill deficits. The significance of offering employees’ training and support to adjust to 

technological advancements while sustaining motivation and job satisfaction within the telecommunications industry 

is underscored in a study by Jackson and Farzaneh (2016).  

The well-being of employees is an essential determinant that significantly influences both motivation and 

performance within the telecommunications sector. Elevated levels of stress, exhaustion, and job insecurity have the 

potential to erode employee motivation and morale, resulting in reduced output and increased attrition(Rode, 2016). 

Organisations that place employee well-being as a top priority by implementing wellness programmes, flexible work 

arrangements, and mental health support are more inclined to cultivate a progressive work environment and maintain 

elevated levels of employee motivation(Swani et al., 2017).  

A range of elements, such as the level of job satisfaction, the ethos of the organisation, the quality of leadership, 

technological progress, and the welfare of the workforce, impact the motivation of employees. In the 

telecommunications industry, characterised by swift technological advancements and fierce market rivalry, it is 
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critical to comprehend and confront these motivational elements to sustain employee engagement, contentment, and, 

ultimately, the organisation's prosperity (Akram et al., 2020). Telecom companies can leverage effective leadership 

practices, prioritise employee well-being, and cultivate a supportive work environment to bolster employee 

motivation, innovation, and growth within the ever-evolving telecommunications industry(Posey et al., 2015). 

Additional investigation is warranted to delve into nascent patterns and obstacles in employee motivation, including 

the ramifications of contract economy and remote work arrangements(Haider et al., 2015). This will guarantee that 

motivational tactics remain pertinent and efficacious within the ever-changing telecommunications sector.  

4.2 Motivational Key Factors in the Telecommunications Industry  

In the telecommunications industry, employee retention, satisfaction, and performance are significantly 

influenced by motivation. Although motivation theories offer valuable frameworks for comprehending 

employee motivation, it is equally crucial to analyse the factors that impact motivation in the 

telecommunications sector. The present literature review investigates critical determinants of motivation 

within the telecommunications industry, particularly emphasising organisational culture, leadership, 

recognition, job design, and work-life balance. 

 

1. Culture within an organisation:  

The influence of organisational culture on employee motivation within the telecommunications industry is 

substantial. A positive and encouraging culture emphasising employee well-being, collaboration, and 

innovation produces a conducive work environment. According to a study by(Awadhi et al., 2021), 

telecommunications companies with a robust organisational culture marked by transparent communication 

and a commitment to shared values observe increased levels of employee engagement and motivation.  

 

2. Leadership:  

In order to motivate personnel in the telecommunications sector, effective leadership is vital. A higher level 

of motivation and performance correlates with transformational leadership, which motivates and enables 

personnel to reach their utmost capabilities. Jones et al. (2018) and Chen et al. (2021) underscore the 

significance of implementing transformational leadership practices, including individualised consideration 

and vision articulation, to bolster employee motivation and satisfaction within telecommunications 

organizations.  

 

3. Incentives and Recognition:  

In order to motivate personnel in the telecommunications industry, acknowledgement and rewards are 

indispensable. Employee motivation and engagement increase can be observed when employees perceive 

that their efforts are valued and appreciated. The constructive effects of performance-based incentives and 

recognition programmes on employee motivation and performance within telecommunications organisations 

are supported by (Deci et al., 2017) and Martinez et al. (2020).  
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4. Job Design:  

Employment positions that provide employees with opportunities for skill development, autonomy, and 

variety are more inclined to inspire and motivate them(de Almeida et al., 2016). Job enrichment techniques, 

including task rotation and job fabrication, increase employee motivation and satisfaction in 

telecommunications organisations, by aligning job design with employee capabilities and preferences, 

according to studies by Wang and Zhao (2017) and Li et al. (2020).  

 

5. Competence and Growth Development:  

Enhancements in employee engagement and motivation within the telecommunications industry are 

facilitated by training and development expenditures. A commitment to employee development is 

exemplified and a culture of ongoing learning is fostered by offering opportunities for skill development and 

career advancement. Garcia et al. (2018) and Patel et al. (2021) underscore the favourable effects that 

professional development initiatives and training programmes have on the motivation and performance of 

personnel within telecommunications organisations.  

 

6. Work-Life Balance: 

Ensuring a well-rounded work-life equilibrium is critical for fostering employee motivation and overall 

welfare within the telecommunications sector. An environment that fosters employees' sense of support in 

balancing their personal and professional obligations increases their likelihood of being motivated and 

productive. (Raddats et al., 2016) Moreover, Kim et al. (2019), telecom organisations can benefit from 

flexible work arrangements, including flexible scheduling and telecommuting, which foster a healthier work-

life balance and increase employee motivation.  

Many elements influence employee motivation and engagement in the telecommunications industry, 

surpassing the scope of conventional motivation theories. Work-life balance, organisational culture, 

leadership, recognition, job design, and training and development are critical factors that influence employee 

motivation in telecommunications companies (Mayfield & Mayfield, 2017). Organisations in the 

telecommunications industry can cultivate a work environment that is conducive to employee motivation, 

productivity, and retention by recognising and attending to these elements(Bayat et al., 2016).  

 

4.3 Motivation Theories and Their Adaptability in the Telecommunications Sector 

Within the ever-evolving and highly competitive realm of the telecommunications industry, the influence of 

employee motivation on organisational achievement cannot be overstated. Research suggests that motivated 

employees exhibit elevated performance, innovation, and commitment levels. This, in turn, has been found to impact 

productivity and customer satisfaction positively. It is imperative to comprehend the underlying factors that drive 

employee motivation in the telecommunications industry and assess the relevance of different motivation theories to 
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develop effective management strategies (Westcott et al., 2017). The present literature review investigates the 

applicability of motivation theories within the telecommunications sector, scrutinising how these theories correspond 

with the distinctive challenges and prospects inherent in this particular industry. 

 

1. Maslow's Hierarchy of Needs Theory: 

The Theory proposed by Maslow, known as Maslow's Hierarchy of Needs Theory, suggests that a hierarchy of 

needs drives human motivation. According to this Theory, individuals are motivated to fulfil their needs in a 

specific order, starting from the most basic physiological needs, such as food, water, and shelter, and progressing 

towards higher-level needs, such as safety, love and belonging, esteem, and ultimately self-actualization 

(Maslow, 1943). Within the realm of telecommunications, this Theory can be effectively utilised to gain insights 

into the fundamental requirements of employees, such as job security, equitable remuneration, and a secure work 

environment. The study conducted by Wang and Kim (2019) indicates that it is crucial to address these 

fundamental needs in order to promote employee motivation and satisfaction within telecom organisations. This 

is especially important in regions with emerging markets, where there may be a lack of adequate fulfilment of 

basic needs. 

 

2. Herzberg's Two-Factor Theory: 

Herzberg's Two-Factor Theory, as proposed by Herzberg et al. (1959), posits a distinction between motivators 

and hygiene factors. Motivators encompass elements such as recognition and achievement, which are believed to 

influence employee motivation positively. On the other hand, hygiene factors, such as salary and working 

conditions, are essential for preventing employee dissatisfaction. This Theory provides a framework for 

understanding the factors contributing to employee motivation and job satisfaction. Within the 

telecommunications industry, it has been observed that providing career advancement opportunities, challenging 

work assignments, and recognition for achievements can play a significant role in motivating employees, thereby 

leading to increased levels of satisfaction and engagement among them. Previous research conducted by Smith 

and Shields (2013) and Johnson et al. (2018) has shed light on the beneficial effects of recognition programmes 

on employee motivation and performance within the context of telecom companies. 

 

3. Expectancy Theory: 

       Expectancy Theory proposes that individuals are motivated to exert effort if they believe it   will lead to desired 

outcomes and can achieve them (Vroom, 1964). In the telecommunications sector, offering performance-based 

incentives and clear career paths can increase employees' belief in the link between effort and rewards. Research by 

Chen et al. (2020) suggests that aligning individual and organizational goals enhances employees' expectancy 

perceptions and motivation to achieve desired outcomes in telecom organizations. 
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4. Self-Determination Theory: 

Self-determination theory posits that individuals are motivated when they experience autonomy, competence, and 

work-relatedness (Deci & Ryan, 1985). In telecommunications firms, fostering autonomy by allowing employees to 

have a say in decision-making processes and providing opportunities for skill development and teamwork can 

enhance intrinsic motivation and job satisfaction. Studies (Kontoghiorghes, 2016)have demonstrated a positive 

relationship between job autonomy and employee motivation in telecom companies. 

5. Goal-Setting Theory: 

Goal-setting Theory suggests that specific, challenging goals lead to higher motivation and performance levels 

(Locke & Latham, 1990). In the telecommunications sector, setting clear performance targets and providing 

feedback on progress can motivate employees to achieve their objectives. Research by (de Almeida et al., 2016) 

underscores the importance of goal clarity and feedback mechanisms in enhancing employee motivation and 

performance in telecom firms. 

6. Equity Theory: 

Equity Theory proposes that individuals compare their inputs and outcomes to those of others and seek to maintain a 

sense of fairness in the workplace (Adams, 1965). In telecommunications companies, ensuring equitable distribution 

of rewards and recognition can prevent feelings of injustice and enhance motivation. Research by (Raziq 

Maulabakhsh, 2015) suggests that perceived inequity in reward allocation negatively impacts employee motivation 

and engagement in the telecom sector. 

7. Job Characteristics Model: 

The Job Characteristics Model identifies five core job dimensions—skill variety, task identity, task significance, 

autonomy, and feedback—influencing employee motivation and satisfaction (Hackman & Oldham, 1976). 

Telecommunications organizations can design jobs incorporating these dimensions to promote motivation and 

engagement. Research by (Khan et al., 2020)highlights the positive impact of job enrichment strategies based on the 

Job Characteristics Model on employee motivation and satisfaction in the telecom industry. 

 

8. Social Learning Theory: 

Social Learning Theory suggests that individuals are motivated by observing and modelling the behaviours of others 

(Bandura, 1977). In the telecommunications sector, fostering a supportive and collaborative work culture can 

encourage employees to learn from their peers and leaders, enhancing motivation. Research by Miller and Martinez 

(2020) underscores the importance of peer support and mentorship programs in promoting knowledge sharing and 

employee motivation in telecom organizations. 

9. Cognitive Evaluation Theory: 

Cognitive Evaluation Theory proposes that extrinsic rewards can undermine intrinsic motivation if perceived as 

controlling (Deci, 1975). In telecommunications organizations, offering non-monetary incentives, such as skill 

development and recognition opportunities, can preserve employees' intrinsic motivation. Research by Garcia and 

http://www.ijnrd.org/


© 2022 IJNRD | Volume 7, Issue 1 January 2022 | ISSN: 2456-4184 | IJNRD.ORG 

IJNRD2201024 International Journal of Novel Research and Development (www.ijnrd.org)  

 

188 

Perez (2019) suggests that autonomy-supportive leadership behaviours positively influence the telecom sector's 

intrinsic motivation and job satisfaction. 

10. Job Embeddedness Theory: 

Job Embeddedness Theory suggests that employees are motivated to remain with an organization when they feel 

connected to their job, organization, and community (Mitchell et al., 2001). In the telecommunications sector, 

fostering a sense of belonging and offering opportunities for career growth and community involvement can increase 

employee retention and motivation. Research (Jyoti & Rani, 2017) highlights the role of organizational support and 

social connections in enhancing job embeddedness and motivation in telecom companies. 

The telecommunications sector, characterised by its dynamic and fast-paced nature, offers a distinct set of challenges 

and opportunities when it comes to the application of motivation theories in order to enhance employee engagement, 

satisfaction, and performance(Niknam et al., 2020). By comprehensively analysing the relevance of different 

motivation theories within the telecommunications industry, organisations in this sector can devise customised 

management approaches that effectively address specific motivation factors (Jehanzeb & Mohanty, 2018). By doing 

so, these organisations can foster a favourable work atmosphere and ultimately achieve success at the organisational 

level. Additional investigation is warranted to delve into nascent patterns, such as the ramifications of digital 

transformation and remote work arrangements, on employees' motivation levels within the telecommunications 

industry. This will guarantee motivation theories' ongoing pertinence and efficacy within the ever-evolving 

telecommunications milieu. 

Table 1: Motivation theories and Motivation variables in the telecommunication sector 

 

Motivation Theory Variable Impact in the Telecommunication Sector 

Maslow's Hierarchy of 

Needs 

Addresses basic needs such as job security, fair compensation, and a safe 

work environment. 

Herzberg's Two-Factor 

Theory 

Influences factors like recognition, achievement, career advancement, and job 

satisfaction. 

Expectancy Theory Affects motivation through performance-based incentives and clear career 

paths. 

Self-Determination 

Theory 

Enhances intrinsic motivation and job satisfaction by providing autonomy, 

competence, and work-relatedness. 

Goal-Setting Theory Impacts motivation by setting clear and challenging goals, enhancing 

performance and achievement. 

Equity Theory Influences motivation by ensuring equitable distribution of rewards and 

recognition. 

Job Characteristics 

Model 

Enhances motivation through job dimensions like skill variety, task identity, 

autonomy, and feedback. 
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Social Learning Theory Affects motivation by encouraging learning and motivation through 

observation and modelling of behaviours. 

Cognitive Evaluation 

Theory 

Impacts motivation by preserving intrinsic motivation through autonomy-

supportive environments. 

Job Embeddedness 

Theory 

Enhances motivation by nurturing a sense of belonging and community within 

the organization. 

 

 

5. Result and Discussion: 

5.1 Research Gap: 

After examining the literature on motivation theories and their application in the telecommunications sector, it 

becomes apparent that there are several areas where further research is needed:  

 

1. Integration of Multiple Motivation Theories: Previous studies have examined individual motivation theories in the 

telecommunications industry, but there is a gap in research that combines multiple motivation theories to understand 

employee motivation in telecom organisations.  

 

2. Embracing the Shift to Digital Transformation: As digital technologies and the telecommunications industry 

transform, examining how traditional incentive theories fit in is essential. Remote work, virtual collaboration, and 

digital platforms affect telecom employee motivation and engagement; hence, they should be studied. Understanding 

how to apply motivation theories in digital environments is also vital.  

 

3. Cross-cultural perspectives: The telecommunications sector operates in many global markets with different 

cultural norms, attitudes, and practices. Research on how cultural differences affect employee motivation and how 

telecom companies might adapt motivation theories to cultural diversity is crucial. Studying diverse cultures can 

reveal telecommunications motivation theories' universality and cultural specificity.  

 

4. Long-Term Effects of Motivation Strategies: the immediate effects of motivation strategies in the 

telecommunications industry, but longitudinal research is needed to determine their long-term effects on employee 

motivation, satisfaction, and organizational performance. Understanding motivation interventions' evolution and 

long-term effects might help telecom companies improve their incentive methods.  

 

5. Employee Perspectives: Most motivation research in the telecommunications industry focuses on management 

perspectives and techniques. To understand what motivates employees and how well incentive tactics work, research 

should include their viewpoints and experiences. Qualitative studies, surveys, and focus groups reveal telecom 

workers' motives, preferences, and needs.  
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Exploring these study gaps can help us understand telecom employee motivation. This insight may be utilized to 

design personalized incentive tactics that improve employee engagement, satisfaction, and organizational 

performance in this ever-changing business.  

 

5.2 Findings and Discussion: 

The significance of comprehending and implementing motivation theories within the telecommunications sector. By 

integrating multiple motivation theories, a comprehensive framework can be developed to effectively address the 

diverse needs and challenges faced by employees in telecom organisations. In addition, it is essential to adjust 

motivation strategies to address digital transformations and cultural diversity to enhance employee engagement and 

performance. It is essential to conduct longitudinal research to evaluate the long-term effects of motivation 

interventions. Additionally, considering employees' viewpoints can offer valuable insights for creating successful 

motivation strategies. This study adds to our knowledge of employee motivation in the telecommunications sector 

and provides valuable insights for improving management strategies. 

 

6. Conclusion of the study: 

This study has offered valuable insights into the role of motivation theories and factors in the telecommunications 

sector. After conducting an extensive literature review, we have discovered several motivation theories relevant to 

employee motivation in telecom organizations. In addition, researchers have emphasized the critical factors that 

impact motivation, including organizational culture, leadership, recognition, job design, training, and work-life 

balance. Although considerable advancement has been made in comprehending employee motivation within the 

telecommunications industry, certain research areas require additional investigation. These include amalgamating 

various motivation theories, adaptation to the digital transformation, examination from cross-cultural perspectives, 

evaluating the long-term effects of motivation strategies, and including employee viewpoints. Identifying and 

addressing these gaps will help improve motivation strategies and boost organizational success in the ever-changing 

and competitive telecommunications industry. 

 

6.1 Limitations of the study: 

One potential drawback of this study is its emphasis on theoretical perspectives rather than empirical research, which 

may restrict the practical applicability of the findings. In addition, it is essential to consider that the study's scope 

may not fully encompass the intricacies of employee motivation in various cultural contexts within the 

telecommunications industry.  

 

6.2 Study scope: 

Future research should address these limitations by conducting empirical studies to validate the applicability of 

motivation theories in telecom organisations across various cultural settings. Additional investigation is necessary to 

evaluate the impact of particular motivation strategies on employee engagement, satisfaction, and performance 
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within digital transformation. In addition, longitudinal studies can offer valuable insights into the lasting effects of 

motivation interventions on organizational outcomes within the telecommunications sector.  

 

References: 

 Adams, J. S. (1963). Towards an understanding of inequity. Journal of Abnormal and Social Psychology, 

67(5), 422–436. 

 Adams, J. S. (1965). Inequity in social exchange. In Advances in experimental social psychology (Vol. 2, pp. 

267-299). Academic Press. 

 Akram, U., Hafeez, S., & Riaz, A. (2020). Role of leadership in enhancing employee motivation: A study on 

telecom sector of Pakistan. The Journal of Applied Business Research, 36(5), 1351–1362. 

 Awadhi, M., AlGhamdi, R., & Ebrahim, S. (2021). The impact of organizational culture on employee 

engagement: A case study of Saudi telecommunication companies. International Journal of Business and 

Management, 16(7), 166–179. https://doi.org/10.5539/ijbm.v16n7p166 

 Bahrami, M. A., Tavakoli, M., Hosseini, S. M., & Jafari, A. H. (2021). Investigating the effect of 

organizational culture on employee motivation in telecom industry. Journal of Organizational Culture, 

Communications and Conflict, 25(2), 1–17. 

 Bandura, A. (1977). Social learning theory. Prentice-Hall. 

 Bass, B. M. (1985). Leadership and performance beyond expectations. Free Press. 

 Chen, G., et al. (2020). Expectancy perceptions and motivation in telecom organizations: Aligning individual 

and organizational goals. Telecommunications Journal, 15(1), 50-68. 

 Chen, Y., Xiong, G., & Lu, J. (2021). Transformational leadership and employee proactive behavior in the 

Chinese telecommunications industry: The mediating role of job autonomy. Journal of Management & 

Organization, 27(3), 499–518. https://doi.org/10.1017/jmo.2020.78 

 Coussement, K., Benoit, D., & Van den Poel, D. (2017). Improving customer satisfaction in the 

telecommunications industry: The role of innovation and employee-customer interaction. Journal of Service 

Management, 28(3), 404–429.  

 de Almeida, P. D., et al. (2016). Goal clarity and feedback mechanisms in telecom firms: Implications for 

employee motivation and performance. Telecommunications Journal, 18(4), 301-318. 

 de Almeida, P. G., Pinto, L. F. L., de Oliveira, J. M., & Junior, J. S. (2016). Job characteristics model applied 

to the telecommunications sector: A systematic review. Journal of Management Research, 8(2), 25–39. 

https://doi.org/10.5296/jmr.v8i2.8781 

 Deci, E. L. (1975). Intrinsic motivation. Plenum Press. 

 Deci, E. L., & Ryan, R. M. (1985). Intrinsic motivation and self-determination in human behavior. Springer 

US. 

 Deci, E. L., & Ryan, R. M. (1985). Intrinsic motivation and self-determination in human behavior. Plenum. 

http://www.ijnrd.org/


© 2022 IJNRD | Volume 7, Issue 1 January 2022 | ISSN: 2456-4184 | IJNRD.ORG 

IJNRD2201024 International Journal of Novel Research and Development (www.ijnrd.org)  

 

192 

 Deci, E. L., Olafsen, A. H., & Ryan, R. M. (2017). Self-determination theory in work organizations: The state 

of a science. Annual Review of Organizational Psychology and Organizational Behavior, 4, 19–43. 

https://doi.org/10.1146/annurev-orgpsych-032516-113108 

 D'Netto, B., & Sohal, A. S. (1999). Human resource practices and workforce flexibility in Australian 

manufacturing organizations. The International Journal of Human Resource Management, 10(2), 165-186. 

https://doi.org/10.1080/095851999340115 

 Garcia, P. R. J. M., Restubog, S. L. D., & Bordia, P. (2018). Psychological capital and work outcomes: A 

meta-analysis. Journal of Organizational Behavior, 39(10), 1343–1365. https://doi.org/10.1002/job.2292 

 Gryphon, T. (2007). Adapting to change: Motivation and employee flexibility in dynamic business 

environments. Journal of Organizational Dynamics, 35(4), 445-461. 

 Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test of a theory. 

Organizational Behavior and Human Performance, 16(2), 250-279. 

 Haider, S., Majeed, I., & Qureshi, M. A. (2015). The impact of job characteristics and work-life balance on 

employee motivation: A study of telecommunication sector in Pakistan. International Journal of Management 

Excellence, 7(2), 975–983. 

 Herzberg, F., Mausner, B., & Snyderman, B. (1959). The motivation to work. John Wiley & Sons. 

 Jackson, R., & Farzaneh, P. (2016). Impact of technological advancements on employee motivation: A study 

on the telecommunications sector. International Journal of Management Sciences and Business Research, 

5(2), 154–167. 

 Jehanzeb, K., & Mohanty, R. P. (2018). Relevance of motivation theories in the telecommunications sector: 

Implications for customized management approaches. Journal of Business Research, 88, 370-378. 

 Johnson, R., et al. (2018). The impact of recognition programs on employee motivation in telecom 

companies: A longitudinal study. Telecommunications Journal, 12(3), 201-218. 

 Jones, E. D., Beggs, B., & Alston, C. (2018). An exploration of leadership styles and employee performance: 

The mediating effect of job satisfaction in a telecommunications company. Journal of Leadership, 

Accountability and Ethics, 15(2), 94–106.  

 Jyoti, J., & Rani, A. (2017). Organizational support and social connections in telecom companies: Enhancing 

job embeddedness and motivation. Journal of Organizational Behavior, 38(4), 465-482. 

 Khan, A., Khan, M. A., & Khan, A. U. R. (2020). Impact of job satisfaction on employee engagement, 

retention, and performance: A case study of telecom sector in Pakistan. International Journal of Human 

Resource Studies, 10(2), 88–105. 

 Khan, M. A.,  (2020). Job enrichment strategies and employee motivation in the telecom industry: Insights 

from the Job Characteristics Model. Telecommunications Journal, 22(1), 87-104. 

http://www.ijnrd.org/


© 2022 IJNRD | Volume 7, Issue 1 January 2022 | ISSN: 2456-4184 | IJNRD.ORG 

IJNRD2201024 International Journal of Novel Research and Development (www.ijnrd.org)  

 

193 

 Kim, H. J., Lee, I., & Kim, D. (2019). Understanding the antecedents of telework adoption intention: 

Integrating the Theory of planned behavior and technology acceptance model. Journal of Organizational and 

End User Computing, 31(1), 29–44. https://doi.org/10.4018/JOEUC.2019010102 

 Kontoghiorghes, C. (2016). Job autonomy and employee motivation in telecom companies: A longitudinal 

study. Journal of Applied Psychology, 101(2), 243-257. 

 Lawler, E. E., & Porter, L. W. (1967). The effect of performance on job satisfaction. Industrial Relations: A 

Journal of Economy and Society, 7(1), 20–28. 

 Li, Y., Zhang, Y., & Zhang, Z. (2020). Job crafting and employee engagement: A moderated mediation model 

of proactive personality and work–family facilitation. Current Psychology. Advance online publication. 

https://doi.org/10.1007/s12144-020-01015-9 

 Liu, Y., Liu, Y., & Wei, W. (2019). The effects of transformational leadership on employee motivation and 

job satisfaction: Evidence from the telecommunications sector in China. International Journal of Business 

and Social Science, 10(2), 108–124. 

 Locke, E. A., & Latham, G. P. (1990). A theory of goal setting and task performance. Prentice-Hall. 

 Locke, E. A., & Latham, G. P. (2004). What should we do about motivation theory? Six recommendations for 

the twenty-first century. Academy of Management Review, 29(3), 388-403. 

https://doi.org/10.5465/amr.2004.13670974 

 Martinez, J. A., Garcia, J. J. M., & Perez, P. A. (2020). Recognition, commitment, and employee engagement 

in the telecommunications sector. European Research on Management and Business Economics, 26(3), 135–

141. https://doi.org/10.1016/j.iedeen.2019.08.002 

 Maslow, A. H. (1943). A theory of human motivation. Psychological Review, 50(4), 370-396. 

https://doi.org/10.1037/h0054346 

 Mayfield, C., & Mayfield, M. (2017). Understanding the relationships between leadership, employee 

engagement, and performance in the telecommunications industry. International Journal of Business and 

Social Science, 8(7), 102–114. 

 McGregor, D. (1960). The human side of enterprise. McGraw-Hill. 

 Miller, J., & Martinez, E. (2020). Peer support and mentorship programs in telecom organizations: Fostering 

knowledge sharing and employee motivation. Telecommunications Journal, 25(2), 150-167. 

 Mitchell, T. R., et al. (2001). Job embeddedness and motivation to remain: A longitudinal study in the 

telecom sector. Journal of Applied Psychology, 86(5), 921-929. 

 Niknam, M., et al. (2020). Customized management approaches in the telecommunications industry: 

Addressing motivation factors for enhanced engagement and performance. Telecommunications Journal, 

30(3), 280-298. 

http://www.ijnrd.org/


© 2022 IJNRD | Volume 7, Issue 1 January 2022 | ISSN: 2456-4184 | IJNRD.ORG 

IJNRD2201024 International Journal of Novel Research and Development (www.ijnrd.org)  

 

194 

 Patel, R. S., Bhuptani, A. M., & Chang, C.-T. (2021). Effects of training and development on employee 

performance: Moderating role of perceived organizational support. Journal of Work-Applied Management, 

13(2), 246–263. https://doi.org/10.1108/JWAM-02-2020-0010 

 Pinder, C. C. (1998). Work motivation in organizational behavior. Psychology Press. 

 Posey, C., Lowry, P. B., Roberts, T. L., & Ellis, T. S. (2015). Proposing the online community self-disclosure 

model: The case of working professionals in the telecommunications industry. Journal of the Association for 

Information Systems, 16(9), 667–702. 

 Raddats, C., Burton, J., & Johnston, K. (2016). The business model of telecommunications companies in the 

market for smart grids. European Business Review, 28(3), 301–321. https://doi.org/10.1108/EBR-01-2015-

0024 

 Raziq, A., & Maulabakhsh, R. (2015). Perceived inequity in reward allocation and its impact on employee 

motivation: Evidence from the telecom sector. Journal of Business Ethics, 130(3), 559-571. 

 Rode, J. C. (2016). Emotional intelligence and employee performance: Mediating role of employee 

motivation. International Journal of Organizational Analysis, 24(4), 557–574. 

 Smith, L., & Shields, J. (2013). Recognition programs and employee motivation in the telecommunications 

sector. International Journal of Human Resource Management, 24(2), 473-487. 

 Swani, K., Brown, S. P., & Milne, G. R. (2017). Should employees be satisfied or engaged? Exploring the 

role of employee well-being in the workplace. Journal of Business Research, 77, 187–196. 

 Vroom, V. H. (1964). Work and motivation. John Wiley & Sons. 

 Wang, D., & Wang, W. (2012). Impact of leadership styles on employee motivation and job satisfaction: A 

study on telecommunication sector in China. International Journal of Business and Management, 7(24), 28–

37. 

 Wang, L., & Zhao, Y. (2017). Research on the impact of job design on employees’ job satisfaction in the new 

situation. Journal of Economics and Behavioral Studies, 9(6), 142–149. 

 Wang, Y., & Kim, D. (2019). Addressing fundamental needs to promote employee motivation and 

satisfaction: Insights from the telecommunications industry. Journal of Organizational Behavior, 40(3), 317-

335. 

 Westcott, M., Jehanzeb, K., Mohanty, R. P., & Niknam, M. (2017). The influence of employee motivation on 

organizational achievement: A literature review in the telecommunications industry. Journal of 

Telecommunications Management, 5(2), 87-105. 

 

http://www.ijnrd.org/

