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Abstract

Individual job performance is an under-explored issue in the project management
literature. This study examines the relationship between work motivation and job
performance in a mega hydropower project context. Drawing on self-determination
theory, we theorize that work motivation positively affects job performance, and that this
relationship is positively moderated by megaproject internal social responsibility (ISR).
ISR refers to voluntary actions of a megaproject organization that target improving the
physical and psychological working environment, which in turn aims at enhancing the
wellbeing of employees. Following an explanatory and quantitative research design, a
questionnaire survey was administered to project employees who worked on a mega
hydropower project in Ethiopia. Using a field survey with valid responses from 200 project
employees selected on the basis of a simple random sampling technique, the findings of
our study, based on Partial Least Squares Structural Equation Modeling (PLS-SEM) using
SmartPLS 4 software, reveal that ISR as perceived by project employees enhances the
positive association between motivation and job performance. The study, however, did
not find a direct relationship between the perceptions of ISR and job performance. The
results of the present study are vital for understanding the nuanced boundary conditions
under which employee motivation is more associated with job performance in a
megaproject context, a topic which is not well addressed empirically in the project
management literature. The paper discusses the theoretical and practical implications of
these findings.

1. Introduction

Megaprojects, which are large-scale and complex
public projects [1], have become an important
means through which international and national
long-term  development goals are realized.
Nowadays, megaprojects exist in almost all sectors
of the world economy, most prominently in

infrastructure [2]. With investment costs exceeding
one billion dollars, megaprojects are characterized
by complexity in design and implementation, an
execution phase of more than five years, thousands
of project employees, and involvement of multiple
stakeholders [3]. Although the field of project
management has evolved enormously over the
years [4], disappointing outcomes such as cost
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overruns, slippage of time, and defects of quality
remain prevalent in mega infrastructure projects
[5]. This makes it of significant theoretical and
practical importance to investigate how the
performance of megaprojects can be improved. In
connection with this, Wang et al. [6] underscore
that the prevailing poor performance of
megaprojects worldwide needs to be addressed in
various ways. Improving individual-level job
performance is imperative to contribute to solving
the performance dilemmas of megaprojects [7]. In
practical terms, Ireland [8] claims that improving
individual level performance could reduce project
times by up to 20%, and project costs by up to 10%.
Therefore, the present study seeks to add more
insights into efforts to improve project performance
at the individual level.

The dominant discourse in project management
focuses on performance at the project and/or team
levels [9, 10], which of course is appropriate, but
the micro-foundations of outcomes of these levels
are often overlooked [11]. Though individual
performance and its antecedents are well
established research topics in the general
management literature [12], these issues have not
received considerable attention in a project context
[13]. Thus, we argue that research on individual job
performance in a temporary organization context
represents an omission in the project management
literature that deserves to be addressed. Some
scholars [5, 14, 15] also highlighted the importance
of more research on job performance at the
individual level, since this influences project
success [16].

An important factor driving individual job
performance is motivation, which can be defined as
unobservable energetic forces that arouse an
employee to willingly and persistently perform well
[17]. The Human Resource Management (HRM)
literature has established that job performance is a
function of motivation, ability and opportunity [17],
which implies that work motivation is a vital
element to enhance employee performance.

Self-determination theory (SDT) offers an
explanation of the linkage between motivation and
performance [18, 19]. SDT underscores that human

beings are inherently motivated towards work-
related accomplishments so long as they feel
autonomous. The theory also highlights that people
can learn to be unmotivated due to work conditions
that distort inherent motivation [20]. Seiler et al.
[21] show empirically that positive working
conditions are of utmost importance for employees
to exhibit intrinsic motivation, which in turn spurs
job performance. A good working atmosphere is
especially required and crucial in the construction
industry, including a mega hydropower projects.
The working environment in such mega projects is
very demanding and complex, and is characterized
by high risk, heavy workloads, tight schedules, and
long working hours [9, 22]. This indicates that there
could be organizational context factors which
strengthen or dampen the relationship between
work motivation and performance.

One such organizational context factor could be
responsibility  (ISR), which
comprises organizational initiatives and actions that
focus on the well-being and welfare of employees
[23, 24]. We expect ISR to moderate the
relationship  between motivation and job
performance, because ISR has the potential for
leveraging the work environment as a part of good
management [25]. This would help to advance our
understanding of the circumstances under which
motivation influences job performance.

This paper studies the links between work
motivation, project employees’ perceptions of ISR,
and job performance taking an important
megaproject in Ethiopia, the Koysha Hydropower
project (KHP) as its study context. The choice of
this context is justified by the paucity of studies on
mega infrastructure construction projects in
developing countries such as Ethiopia [26]. The
problems with infrastructure projects in Ethiopia in
terms of delays and cost overruns have been
documented in the literature [27]. It is also further
justified by the particularity of primary data
collection in Ethiopia, where two of the researchers
are based. The objectives of this study are twofold.
First, it aims to examine the effect of work

internal  social

motivation on the performance of project

employees. Second, it investigates the extent to
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which ISR plays a moderating role in the
relationship between work motivation and job
performance.

The subsequent sections of this paper are
structured as follows. The next section provides a
review of our theoretical foundations, and presents
the research model along with the research
hypotheses. The Research method section describes
the research setting and the methods used in the
study. This is followed by the results of the study.
The Discussion section describes the research
findings, the study implications, and limitations as
well as suggestions for future research. Lastly, it
finishes by presenting a conclusion.

2. Literature Review

This section discusses relevant literature on job
performance, work motivation and internal social
responsibility, which are the constructs used in the
study. It subsequently presents the research model,
along with hypotheses of the study.

2.1. Theoretical background

2.1.1. Job performance

Sonnentag and Frese [28] underscore that a
conceptualization of job performance needs to
address actions (or behaviors) and outcome aspects
of performance. The behavioral aspect constitutes
what an individual does in the work situation, while
the outcome dimension of performance refers to the
consequences of the individual’s behavior,
explained in terms of measurable deliverables. The
present study captures the behavioral aspect of job
performance, which is also referred to as task
performance. In this regard, job performance refers
to the proficiency with which incumbents perform
duties specified in their work descriptions with the
ultimate purpose of attaining organizational goals
[29].

The context of the present study is a mega
hydropower project. Such projects form a subset of
the construction industry, and are characterized by
interdependence, strong staff-tasks linkage, novelty
of technology, long implementation periods,
uncertainty of work systems, and the dynamic
behavior of employees [9, 30, 31]. Taking this into

account, we operationalize individual job
performance by the proficiency and adaptability of
individuals. This is in line with the works of Griffin
et al. [32] and Rezvani et al. [5]. According to
Rezvani et al. [5], ‘Proficiency represents the
quality of the work produced, meeting role
requirements, learning new ways to perform a task
and project objectives’ while adaptability refers to
the ability of an individual to manage changes and
challenges that could happen in the workplace.
Especially in a megaproject context these aspects of
job performance can be assumed to be important

[7].

2.1.2. Work motivation and self-determination
theory

Work motivation can be defined as a set of forces
that energize, direct and sustain work-related
behavior. It arouses an individual to exert effort
persistently towards accomplishment of job-related
goals [13, 33, 34]. Similarly, Peterson [35] points
out that motivation is an internal motive to achieve
a goal or work toward the desired accomplishment.
Motivation in a project setting entails energizing
team members to achieve high levels of
performance and to manage a dynamic work
environment [36].

Though there are several needs-based and
process-based theories of motivation [13], this
study is guided by self-determination theory (SDT)
since it offers the core principles underlying
sustainable motivation in an organization. SDT
argues that human beings have
psychological growth tendencies and self-
determination potential [37]. It defines motivation
along an amotivation - intrinsic (autonomous)
motivation continuum unlike other theories of
motivation, which treat motivation as a unitary and
unidimensional resource [38, 39]. Amotivation
represents a situation where an employee lacks the
desire to act whereas controlled motivation refers to

inherent

a type of motivation driven by external sources such
as monetary rewards, and compliance behaviors.
Attributed to
motivation, however, is volitional and the ability to
demonstrate the required work-related attitudes

internal sources, autonomous
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such as love for the job, and enjoying as a member
of a given organization [20, 38].
SDT further highlights that
functioning of both intrinsic
motivation requires three basic psychological
needs: autonomy, competence, and relatedness.
Autonomy refers to the individual’s need for a
sense of freedom to engage in activities that fit to
one’s choice, interests and will; competence entails
the need to be effective, successful and skillful in
one’s actions through the advancement of
knowledge and skills; and relatedness denotes the
need for belongingness and attachment to others, as
well as the need for support, care and respect from

an optimal
and extrinsic

others. SDT assumes that when individuals are
satisfied with the three basic psychological needs
they can have a subjective feeling that their
behavior is congruent with their true selves [39, 40].

In this study, we focus on autonomous work
motivation, which guides project employees to
pursue a particular task/goal based on their interests
or personal value fulfillment related to innate
psychological needs.

2.1.3. Internal social responsibility
As part of the set of practices forming Corporate
Social Responsibility (CSR), megaproject social
responsibility refers to the policies and actions of a
megaproject over its lifecycle for the well-being of
the stakeholders including the local communities
and employees [41, 42]. In general terms, social
responsibility of a firm can be categorized as
external (focusing on local community and
environmental protection) or internal, which
intends to benefit the internal stakeholders such as
employees [24]. In this study, we use the term
‘internal social responsibility” (ISR) to denote
social responsibility of a megaproject that targets
improving the wellbeing of project employees.
Brammer et al. [43] state that ISR refers to the
adoption of ethical behaviors by an organization
towards its internal stakeholders such as
employees, shareholders and supervisory board.
They indicate procedural justice as one aspect of
ISR, which is concerned with the way an
organization treats employees fairly, and in a
socially responsible manner. Although there is a

lack of consensus on what constitutes ISR, unlike
that of external social responsibility [44, 45], we
operationalize ISR as voluntary actions of a
megaproject that target improving the physical and
psychological working environment, which in turn
aims at enhancing the wellbeing of employees. This
is in line with the work of Cheah and Lim [24] and
Turker [46].

The present study, thus, aims to contribute to the
project management literature by providing
empirical evidence on the interaction effect of ISR
and motivation on job performance. In the
following section, we provide a research framework
and hypotheses of the study.

2.2. Conceptual model and hypotheses

2.2.1. Autonomous work motivation and job
performance

Literature in a general organization has established
that motivation positively influences employee
performance [12, 47]. In pragmatic terms,
motivation drives performance by influencing the
direction, intensity, and persistence of effort. This
means that autonomous work motivation dictates an
employee’s choices on whether to expend effort,
the level of effort along with level of determination
and persistence

More specifically, SDT states that autonomous
work motivation leads to higher levels of job
performance. Using the underlying assumptions of
SDT, Tam et al. [16] empirically found that
work motivation positively and
significantly predicts labor productivity in the
construction sector. In the same argument,
autonomous work motivation is one of elements
that could explain employee performance in a mega
hydropower project context. Hence, we put forward
the following hypothesis.

H1: Autonomous work motivation is positively
associated with job performance.

autonomous

2.2.2. The moderating role of internal social
responsibility

A growing number of studies demonstrate that ISR

dimensions are positively related to organizational

outcomes such as job performance (both financial

and non-financial performance), work turnover, job
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satisfaction, organizational commitment, and
absenteeism. For instance, a work by Al-Zoubi and
Al-Tkhayneh [48] indicates that ISR practices in
terms of education and training, human rights,
safety and well-being, work life balance are
correlated with job commitment. In the same way,
studies by Schieg [49] and Zhou and Mi [50] point
out that successful implementation of megaproject
social responsibility initiatives results in positive
benefits such as trust building, job satisfaction, and
employee motivation. The consequence, however,
will be negative if the initiatives are not fully put
into action.

Strategic management literature documents the
moderating role of Corporate Social Responsibility
(CSR) in a permanent organization context. For
instance, Lu et al. [51] found that CSR positively
influences the association between internal
corporate governance and firm performance.
Focusing on the moderating role of internal CSR,
Deng et al. [52] confirmed that employees with high
perception of internal CSR are more likely to
perform better in terms of labor productivity than
those with low perception of internal CSR. These
findings imply that positive perceptions of internal
CSR practices help employees develop a positive
attitude to an organization. As an aspect of
organizational contextual factors, internal CSR
activities such as concern for employees' health,
safety, and wellbeing can make employees feel that
they are recognized and valued by an organization
[52].

In a megaproject context having dynamic
structures, time-bound nature, and different
employment relationships compared to permanent
organizations [53, 54], employee motivation can be
more impactful on job performance when a

megaproject properly practices ISR that ensures
employee wellbeing and fair procedures in the
decision process. In other words, project employees
are more motivated towards goal accomplishment
and perform better in a good working environment
[55], and ISR contributes to this. In line with SDT,
good ISR performance could be a fertile ground for
autonomous work motivation, which
increases employee performance. On the contrary,
employees may learn to be unmotivated and reduce
their efforts towards goal accomplishment under
low levels of ISR [20]. On the basis of these
considerations, we argue that the association
between autonomous work motivation and job

in turn

performance is more pronounced when employees
favorably perceive the megaproject’s ISR. This
leads to formulation of the following hypothesis.

H2: ISR moderates the relationship between
autonomous work motivation and job performance
such that the relationship will be stronger when ISR
is high than when it is low.

By combining the aforementioned arguments
and hypotheses, the graphical representation of the
research model is presented in Fig. 1.

3. Methods and Data

This section describes the research setting, research
design, research approach, target population,
sample size and sampling techniques, methods of
data collection, as well as measures of the
constructs and methods of data analysis.

3.1. Research setting

The context of this study is KHP, a mega
hydropower project in Ethiopia, with an estimated
capital investment of 2.5 billion Euros.

Internal social responsibility

H1

Autonomous work

H2

v

motivation

Job performance

Fig. 1. The research model (Researchers’ own synthesis based on Yang et al. [56])
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Downstream of the Gibe III hydropower dam along
the Omo-Gibe river basin, KHP is located in South
West Ethiopia Region, approximately 540 Km from
Addis Ababa. The project has been wunder
construction since October 2016, and it has reached
above 61% completion at the time of data
collection. After completion, it is expected to
produce 6,460 GWh/year energy with a generating
capacity of 1,800 MW. The impoundment of the
dam will create an artificial lake of 130 km long and
200 km? in area The project is being constructed by
‘Webuild’- an Italian construction and civil
engineering company, whereas the owner of KHP
is Ethiopian Electric Power, a government-owned
enterprise [41, 57].

3.2. Research design

The study employed a positivist philosophy and
deductive approach, using a questionnaire survey
strategy to collect data. It followed a cross-sectional
time horizon whereby the data for all the study
constructs were captured at a single point in time.
This is an acceptable research design in project
management as recommended by Pasian and
Turner [58].

3.3. Target population, sample size and
sampling techniques

This study’s population is composed of project
employees working for Webuild- the constructor of
KHP. As of February 2024, the record of the
Personnel Department of ‘Webuild’ shows that
KHP has a total of 5,416 project employees, from
which 3,160 employees worked exclusively on a
day shift. By targeting project employees in a day
shift (3,160) as a sampling frame, we obtained the
sample size of 322 from a standardized table that
displays  the sample  size
corresponding to a population size [59].

Equally important as the determination of the
appropriate sample size, sampling design involves
selection of sampling units from the target
population [59]. In this regard, the researchers
employed a simple random sampling technique to

recommended

select the sample units from the sampling frame- all
project employees who worked at the KHP during
a day shift. Out of the required sample size (i.e.

322), 297 project

participated in the survey.
Along with the basic data cleaning, cases with

outliers were detected and excluded from the data

employees  voluntarily

analysis. In this regard, univariate outliers were
detected by computing Z scores for indicators of the
respective study constructs. Thereby, cases with
standardized scores in excess of +3.29 were
removed from the analysis. Detection of
multivariate outliers was done using Mahalanobis
distance at p <.001 in SPSS [60]. After eliminating
outliers and responses with substantially missing
data, we analyzed 200 completed valid responses.
This is deemed an acceptable sample size to run
structural equation modeling in Smart PLS4 [61].
The demographics of our sample are summarized in
Table 1.

Table 1 shows that out of the 200 project
employees, 168 (84.0%) were male while 32
(16.0%) were female; the majority of the
respondents (97.5%) were Ethiopians. In terms of
educational level, 29.5% (n = 59) attended
secondary school, 26.5% (n=53) had a first degree,
20.5% (n=41) completed level 4 from technical and
vocational colleges, and the remaining 18% (n=36)
and 5.5% (n=11) attended upper primary school or
had a master’s degree (or above) respectively.
About two third of the respondents worked at dam
construction or safety/quality work divisions while
the remaining one third of the respondents worked
at powerhouse/spillway or plant work divisions. In
the sample, the average work experience was 4
years. These descriptions demonstrate that our
sample constitutes a diverse demography of the
target population working in the selected project
company.

3.4. Data collection methods and procedures
The study utilized a questionnaire comprising well-
structured and validated question items which were
adopted from prior empirical works, as explained in
Following a back-
translation technique with support of a language
specialist [62], the questionnaire was prepared in
English as well as the Amharic language to ensure
clarity among the respondents.

the ‘measures’ section.



409 D.A. Aga et al.

Table 1. Demographics

Variables Value Frequency %
Sex Male 168 84.0
Female 32 16.0
Total 200 100.0
Nationality Ethiopian 195 97.5
Moroccan 2 1.0
Italian 2 1.0
Chinese 1 0.5
Total 200 100.0
Educational level Secondary (Grade 9-12) 59 29.5
First degree (BA/BSc) 53 26.5
Level 4 completed or diploma holder 41 20.5
Upper primary (Grade 5-8) 36 18.0
Master’s degree or above 11 55
Total 200 100.0
Work divisions Dam construction 67 335
Safety and quality 64 32.0
Power house and spillway 38 19.0
Plant 31 15.5
Total 200 100.0
Work experience (average in years) 4

To make the data collection process easy and
reliable, the questionnaire was digitalized into
Kobo toolbox-an online-offline data collection
software program. Subsequently, the data
collection was conducted by four trained
enumerators using smart mobile phones through
Kobo Toolbox, in the period between 2 February
and 11 February 2024.

3.5. Measures

All core constructs of this study (employee
autonomous work motivation, ISR, and employee
job performance) were measured by multiple items
taken from validated measures of past empirical
studies. For these constructs, participants were
asked to indicate their agreement on a five-point
scale from 1=strongly disagree to 5= strongly agree.
Detailed
measurement items is provided below.

information about the sources for

Autonomous  work  motivation: For the
motivation measure, we took four items from
Godard [63] and one item from Keegan and Den
Hartog [64].

Internal social responsibility: We used eight
items to measure project employees’ perceived ISR
from the works of Brammer et al. [43] and Barlas et
al. [65], as these items are relevant to a megaproject
context.

Job performance: For the measure of job
performance, we used six items from Rezvani et al.
[5] who operationalized job performance by
proficiency and adaptability in the context of large
infrastructure projects, which are characterized by
interdependence, and uncertainty.
Proficiency entails the quality of the work
produced, performing required roles, learning new
ways to perform a task, and achieving project
objectives. Adaptability represents the capacity of
an individual to manage and cope with the changing
working environment, particularly at crises.

Appendix A presents the measurement items for
each of the constructs contained in the
questionnaire.

Control variables: Sex/gender, educational
level and work experience were included as control
variables [43]. These control variables were entered
into the structural model as: sex/gender of the

ambiguity,
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respondent as a dummy variable (O=female-
reference group, 1=male); level of education as a
dummy variable (0= Master’s degree or above -
reference group, 1= Else), and work experience as
a metric variable.

3.6. Methods of analysis

This study mainly utilized Partial least squares
structural equation modeling (PLS-SEM) with
support of SmartPLS 4 software, which is capable
of handling analysis of both direct and indirect
relationships such as moderation effects at the same
time [66]. Compared to other techniques of data
analysis such as Covariance-based-SEM, PLS-
SEM is considered appropriate for predication
purposes, small sample sizes and non-normally
distributed data [61]. The analysis process involved
two main steps: Assessment of the measurement
model, and assessment of the structural model.

Through the standard PLS-SEM algorithm,
assessment of the measurement model entails
examining the quality of measurement scales based
on multiple criteria such as factor loadings,
reliability, convergent and discriminant validity
tests. Factor loadings show how well the indicators
(measured items) are representatives of the
respective underlying construct (latent variable).
Construct reliability measures the consistency of
responses across the indicators of a given construct.
It is commonly assessed by Cronbach’s alpha,
composite reliability and Rho-a. The acceptable
values for factor loadings and the stated reliability
tests are over 0.70 [61].

Construct validity, in terms of convergent and
discriminant validity, helps to assess whether the
indicators measure what a researcher is supposed to
study. On one hand, convergent validity shows the
extent to which the indicators come together to
make up the underlying construct, which is
established through Average Variance Extracted
(AVE), with a minimum value of 0.50.
Discriminant validity, on the other hand, is used to
assess whether each of the study constructs
statistically differs from the other ones. The
common methods to assess discriminant validity
include the Fornell and Larcker criterion, the

Heterotrait-Monotrait Ratio (HTMT), and Cross-
loadings. According to the Fornell and Larcker
criterion, discriminant validity is established if the
zero-order correlation value is below the square
root of AVE. According to the HTMT criterion,
discriminant validity is established if the resultant
values are less than 0.85. In terms of cross-loadings,
the outer loading of each indicator on its associated
construct needs to be larger than that of another
construct. A given item is dropped if it is loaded
well onto another construct [61, 67].

The second step in PLS-SEM is structural
model assessment, which was done using PLS-
SEM bootstrapping after all the requirements and
assumptions of the measurement model were
fulfilled. At this stage, all the paths in our research
model, including those for the moderator and
control variables, were drawn in the SmartPLS 4
interface. With regard to the bootstrapping general
settings, the analysis 10,000
subsamples, two tailed test with 5% significance

considered

level, fixed seed as the random number generator,
and bias corrected and accelerated bootstrapping to
obtain confidence intervals [61, 68].

More specific to moderation analysis, we
followed the two-stage approach recommended by
Hair et al. (2022). In this approach, the first stage
requires estimating the main effects model (i.e. the
independent and the moderator variables) along
with the control variables in the absence of the
interaction term. The second stage involves creating
a SEM model comprising the main effects,
interaction term, and control variables, and then
running the required analyses through PLS
algorithm and bootstrapping.

Since this study was of a cross-sectional nature,
addressing common-method bias requires adequate
attention. For this purpose, we adhered to the
recommendations outlined by Podsakoff et al. [69]
prior to the data collection. Furthermore, we
checked whether the dataset was distorted by
common method bias by using Variance Inflation
Factor (VIF) values of the inner model in the
SmartPLS 4. In this exercise we found that all the
VIFs are below 3.33 indicating that common
method bias is not problematic in this study [70].
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4, Results

This section presents results of the data analysis as
generated by the SmartPLS 4 software. More
specifically, the section has three sub-sections:
assessment of the measurement model, explanatory
power of the model, and structural model
assessment along with hypothesis testing.

4.1. Assessment of measurement model

For the assessment of our measurement model, we
ran the PLS-SEM algorithm on the basis of the
reflective approach, which assumes that indicators
or measures represent an underlying latent variable.
In the first iteration of the PLS-SEM algorithm, the
factor loading of one item (ISR5) of ISR became
below the threshold value of 0.7 [71]. Thereby, we

I5R1 ISR2 I5R3

073

0521 0765

I5R4

f

dropped this item from the model and then we reran
the PLS algorithm. At this iteration, factor loadings
for the three constructs of the study were within the
recommended values (Fig. 2).

On the basis of PLS-SEM algorithm outputs,
Table 2 presents the number of items for each
construct, values from reliability test and AVEs.

Table 2 reveals that the values of Cronbach
alpha and reliability tests exceed 0.7, which indicate
that the measurement model is trustworthy and the
data are reliable. Besides, the values of AVE are
greater than 0.5, which confirms that convergent
validity is established. Thereby, our measurement
model meets the criteria for both reliability and
convergent validity.

I5R6 ISRV ISRE

7 0818 0847 79 5a0

W1 1
wmz\ /' 2
1-._\\'33?5 Job performance L Ay
0588 Autonomous work 0.583
WM3 o 0783 motivation 0sT2—" JP3
} 82T
il 4—0.664 0827 —p 4
*/,I}.EES 0831 -
WMS/U'EH {l.EIJF\‘ 15
WM& P
Fig. 2. Graphical output from the PLS-SEM Algorithm
Table 2. Number of items, Cronbach’s alpha, composite reliability and average variance extracted
Constructs No. of items Cronbach's ~ Composite ~ Composite AVE Mean SD
Original Retained alpha reliability reliability
Trigina: ctaime (rho_a) (rho_c)
Autonomous 6 6 0.920 0.924 0.938 0.715  4.11 44
work motivation
ISR 8 7 0.907 0.913 0.926 0.642 2.71 92
Performance 6 6 0.924 0.936 0.940 0.724  4.17 37

Notes: ISR= Internal Social Responsibility; AVE= Average variance extracted; SD= Standard deviation
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The study applied Fornell-Larcker (FLC) and
cross-loadings to assess discriminant validity. In
this regard, Table 3 presents the outputs from the
Fornell-Larcker (FLC) test in which discriminant
validity is established when the AVE:s is larger than
the shared variance between the constructs.

As indicated in Table 3, the square roots of the
AVEs (diagonal values in bold) are higher than the
corresponding components’ correlations  (off-
diagonal values), which implies that discriminant
validity is established. In alignment with the FLC
criterion, the factor loadings for the retained items
presented in Appendix B are well loaded on their
respective underlying constructs, which implies
that a cross-loading is not an issue between
constructs.

4.2. Model goodness evaluation

Before undertaking hypothesis testing, the
goodness of a measurement model needs to be
established, usually by examining the values of R-
squared (R?), F-square (F?), and Q-square (Q?). The
R2, also referred to as in-sample predictive power,
represents how much of the variation in endogenous
construct (dependent variable) is explained by the
collective action of the exogenous constructs.
Having values that range from 0 to 1, a higher R2
indicates a greater explanatory power. As a rule of
thumb, R? values of 0.75, 0.50, and 0.25
respectively show substantial, moderate, and weak
predictive power of the model. The F? represents

Table 3. Discriminant validity: Fornell-Larcker criterion

the effect size by which each of the exogenous
constructs including the interaction term (in case of
moderation analysis) can influence the endogenous
variable; it also shows the extent to which this
influence is robust. As a general guideline, F?
values of 0.02, 0.15, and 0.35 represent small,
medium, and large effect sizes, respectively. For
moderation analysis, however, the F? values higher
than 0.005, 0.01, and 0.025 can be described as low,
moderate, and high effects, respectively. Generated
from the blindfolding procedure in SmartPLS 4, the
Q? value denotes the predictive accuracy of the
structural model. For evaluation purposes, Q?
higher than 0.025, 0.15, and 0.35
respectively show small, medium, and large
predictive relevance of the model [61, 71, 72].
Table 4 displays the values of R, F2, and Q? for the
model of this study.

The findings in Table 4 reveal that the model
has an R? value of 0.504, which denotes a moderate
explanatory power of the model. The value
indicates that about 50% of the variation in the job
performance of the project employees is explained
by their work motivation and the moderation effect
(i.e. the interaction effect of ISR and motivation).
The F? values show that both the direct effect of
work motivation (0.483), and the moderation effect
(0.109) on job performance are large, though the
direct effect of the moderator variable (i.e. ISR) is
negligible.

values

Work Motivation Internal social responsibility Job performance
Autonomous work motivation 0.845
Internal social responsibility 0.591 0.801
Job performance 0.682 0.355 0.851

Notes: the diagonal elements (in italic) represent the square root of the AVE; off-diagonal elements are the zero-order correlations

among the constructs.

Table 4. Model goodness

Predictor(s) F?

Autonomous work motivation 0.589

Internal social responsibility (ISR) 0.010
Interaction term: Autonomous work motivation * ISR 0.111

Outcome (endogenous variable) Job performance
R? 0.521

Q? 0.355
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Table 4 also reports that the Q? value for the
endogenous construct is 0.472, which implies that
the predictive relevance of the model is large.

4.3. Structural model assessment and
hypothesis testing

Structural model assessment in PLS-SEM is
concerned with assessment of the path relationships
of the latent variables on the basis of the
hypotheses, which requires following a
bootstrapping procedure with a recommended sub-
samples of 10,000 in Smart PLS 4 [61]. Fig. 3
presents the structural model (inner model) from
PLS-SEM with values of the path coefficients and
p-values in the bracket as well as the values of

ISR1 ISR3

'{'\\

0.000 0.000 0.000

WM1

L 0.000

Autonomous work
motivation

0.000

WMS

WM6E

ISR4

T

explanatory power (R-square) for the dependent
variable (i.e. job performance).

Table 5 presents the outputs from bootstrapping
using PLS-SEM related to the direct effects of
autonomous work motivation as well as the control
variables on job performance. The findings in Table
5 show that none of the control variables captured
by the model (sex, education and work experience)
were statistically related to job performance (p >
0.005). Hypothesis 1 postulates the association
between autonomous work motivation and job
performance. As predicated, autonomous work
motivation is positively and statistically associated
with job performance (B = 0.722, p < 0.001).
Therefore, Hypothesis 1 is supported.

ISR6 ISR7

S T

ISR8

0.000 o000 0,000 0.000

*r

0679 (0.000)

0.047 (0.685)

0.194 (0.537)

Experience

Education

Fig. 3. Graphical outputs from PLS-SEM bootstrapping with path coefficients and p-values in the bracket, and R-square
for the dependent variable

Table 5. The direct effect of work motivation on job performance

Paths Beta (B) SE t-value P value
Effects of control variables

Sex -> Job performance 0.001 0.122 0.006 0.995
Education -> Job performance -0.054 0.340 0.160 0.873
Experience -> Job performance -0.003 0.045 0.064 0.949
Main effects

Autonomous work Motivation -> Job performance 0.722 0.055 13.037 0.000
ISR -> Job performance -0.076 0.063 1.194 0.233
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With regard to the direct effect of ISR on job
performance, the findings in Table 5 depict that ISR
is found to be non-significant. A non-significant
direct effect of ISR on job performance is addressed
by Al-Zoubi and Al-Tkhayneh [48], who argued
that if social responsibility activities are not fully
implemented, the consequence could be even
negative. Nevertheless, further research is needed
to clarify the reasons behind the non-significant
association between ISR and job performance.

Hypothesis 2 examines the moderating effect of
ISR in the relationship between autonomous work
motivation and job performance. This requires
undertaking a moderation analysis whereby the
outputs from a two-stage procedure in SmartPLS 4
as recommended by Hair et al. [61] are printed in
Table 6. Accordingly, the results of Step 2 in Table
6 report the moderating effect of ISR
(Motivation*ISR). As proposed, the interaction
between motivation and ISR is significant
(B=0.213,p <0.001). As depicted in Step 1 of Table
6, without inclusion of the moderating effect
(moderation*ISR), the R2 for job
performance is 0.468, which implies that 46.8% of
the change in job performance is accounted by main
effects and the control variables. With inclusion of
the moderating effect (interaction term) in Step 2,
the R? increased to 0.521. This indicates that the
ISR-motivation interaction uniquely accounts for
5.3% of the explained variance in performance.
Thus, the findings from the moderation analysis
support to Hypothesis 2.

value

Table 6. The moderating role of ISR

5. Discussion

The present study provides evidence regarding a
boundary condition that affects the association
between work motivation and job performance in a
megaproject context by employing PLS-SEM in
SmartPLS 4. Drawing on Self-Determination
Theory (SDT), we examine whether a megaproject
ISR plays a moderating role in the relationship.

In line with our hypothesis, the study
demonstrates that autonomous work motivation
does directly and positively predict individual job
performance in a temporary organization context.
This finding is incongruent with the meta-analytic
research by Van Iddekinge et al. [12] and empirical
study by Moon et al. [73].

The most important finding of this study relates
to the moderating role of perceived ISR as an
important contextual factor. As predicted, our
findings show that ISR moderates the direct and
significant relationship between motivation and job
performance. The simple slope analysis suggests, as
graphically evidenced in Fig. 4, that ISR
strengthens the positive relationship between
motivation and job performance. Plotted lines in
Fig. 4 illustrate the effect of motivation on job
performance for those scoring 1 standard deviation
above the mean on the measure of ISR (high ISR)
and for those scoring 1 standard deviation below the
mean on the measure of ISR (low ISR).

(Step 1) (Step 2)

Job performance Job performance
Sex 0.001 0.047
Education -0.054 0.194
Experience -0.003 0.015
Autonomous work motivation 0.722"* 0.679™*
Internal social responsibility (ISR) -0.076 -0.090
Interaction term: Motivation*ISR 0.213™*
N 200 200
R? 0.468 0.521
AR? - 0.053

ok

Notes: * p <0.05, ™ p <0.01, ™ p <0.001
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High ISR

Low Motivation

High Motivation

Fig. 4. Interaction of motivation and ISR in predicting job performance

Fig. 4. depicts that the effect of motivation on
performance is stronger when ISR is high whereas
the effect is a weaker when ISR is low. This shows
that the relation between motivation and job
performance tends to be stronger for project
employees with high ISR than for employees with
low ISR. Likewise, performance is highest of all
when both motivation and ISR are also high. The
Figure further illustrates the overall tendency for
employees with high levels of perceived ISR to
have higher levels of job performance than
employees with low levels of ISR. This positive and
significant moderation effect shows that if project
employees perceived ISR as a positive
circumstance, the effect of motivation on job
performance is stronger. These findings confirm
one of the assumptions of SDT, that underlines that
contextual factors have the potential to drive or
hinder autonomous work motivation, which in turn
shape what kind of behavior individuals will
perform [38, 74]. Our identification of ISR as one
such contextual factor strengthens the SDT
framework.

5.1. Theoretical and practical implications

The findings of the present study have several
theoretical and practical implications. From a
theoretical perspective, four implications are
noteworthy.

To begin with, our study can be considered as a
micro-level contribution to the explanation of
project performance, unlike the conventional
project management literature which emphasizes
factors at the macro level of a project [9, 10].
However, individual job performance is an
important contributor to project success, and
requires attention, as suggested by Goetz and Wald
[53]. These authors suggested that the differences
between project-based and permanent
organizations may have a profound effect on factors
influencing individual job performance. The
present study contributes to the project
management literature by zooming in on a micro-
level factors influencing project performance, using
individual performance as the core outcome
variable of the study.

Second, this study addresses the role of internal
social responsibility, a topic which has received
little attention in the organizational and project
management literatures. For example, Turker [46]
and Saeed and Arshad [45] indicate that the
management literature has focused on external CSR
aspects (in terms of community involvement and
environmental protection), with less attention to
internal CSR. A recent work by Cheah and Lim [24]
also underscores that corporate social responsibility
studies  disproportionally emphasize external
internal  dimension.

aspects, neglecting the
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Therefore, the present study supplements previous
works [24, 46], by showing the importance of
internal social responsibility.

Third, our study explores a previously untested
boundary condition in the relation between
motivation and job performance. This in turn
contributes to the project management literature by
addressing the role of soft factors such as
motivation and ISR, which are relatively neglected
areas [13]. That is why several studies [10, 21, 75]
claim that poor performance of megaprojects can be
attributed to inadequate attention to human factors
such as motivation.

Finally, the finding that ISR strengthens the
relationship between autonomous work motivation
and job performance provides empirical evidence to
self-determination theory, which posits that people
learn to be unmotivated due to work conditions that
distort inherent motivation [20]. In this sense ISR
strengthens SDT, as the predicted and empirically
confirmed positive moderation reveals that the
mechanisms assumed to be at work according to
SDT are indeed plausible. The identification of ISR
as a boundary condition for SDT points at an
important category of work conditions that merits
further exploration.

From a practical perspective, the findings of the
study have also several implications. First, the
finding that autonomous work motivation is
positively and significantly related to job
performance shows that project companies and
project managers need to strategically design and
implement motivational mechanisms. In particular,
megaprojects need to build a culture of high quality
work motivation that comes from within
employees, by supporting employees to satisfy their
three  psychological needs for autonomy,
competence and relatedness. While this study has
focused on the need for autonomy, the other two
needs also should be acknowledged. Concrete and
actionable strategies include clarifying project
goals and the value of tasks at the project, team and
individual levels, which is vital to instill a sense of
purpose in employees and which would also
contribute to greater autonomy. Furthermore,
experience sharing programs, training and team-

building programs could be undertaken to satisfy
competence needs. Managers of megaprojects
should create a work environment in which
employees feel respected and valued by others,
including coworkers and leaders, in order to satisfy
relatedness needs. The fulfillment of each of the
three psychological needs would thus drive
autonomous work motivation, which in turn leads
to high job performance [20, 39].

The second practical implication relates to the
finding that ISR strengthens the relationship
between motivation and job performance. This
highlights the need to address ISR. Thus,
megaprojects should balance their conventional
activities and interventions targeting the benefits of
project employees, since socially responsible firms
are those which are accountable to their employees
[24]. In this regard, megaprojects could incorporate
ISR in to their human resource plan instead of
considering it as a mere philanthropic activity. As
suggested by Fuentes-Garcia et al. [76],
megaprojects need to incorporate ISR into their
conventional human resource management, which
would contribute to a healthy and conducive
working environment. Schieg [49] also underscores
that successful implementation of CSR activities
depends on having a written CSR strategy, and
having appointed a “Corporate Responsibility
Officer”.

The third practical implication of the study
relates to the role of government in promoting CSR
in general and ISR in particular. Our study’s finding
on ISR reveals that the perceived average ISR
practices scored 2.71 on a five-point scale (see
Table 2), which suggests that the practices of ISR
in the case megaproject are very low. This calls for
intervention by governments, particularly in
developing countries. This is in line with the
recommendations by Wirba [77] who underscores
the importance of ISR frameworks initiated by the
governments to help strengthen CSR through
awareness raising, cooperation, soft legislation, and
compulsory resources. In this way voluntary
actions can be facilitated and encouraged, and
measures to track and implement corporate
responsibility

can be mandated. Moreover,
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establishing a ministerial department to coordinate
the CSR agenda is advisable.

5.2. Limitations and suggestions for future
research

We acknowledge that this study has several

limitations which require caution when interpreting

the findings; some of the gaps of this study could be

addressed by future research.

The first limitation is concerned with the data on
job performance, obtained by self-assessment
instead of supervisory performance ratings, which
raises a question about external validity. Self-rating
was employed in line with prior research [32, 78],
which reported a substantial correlation between
self-ratings and managers’ ratings of performance.
Nevertheless, we suggest that future research could
utilize supervisor ratings in order to mitigate
possible biases of self-ratings.

The second limitation relates to our
operationalization of motivation, which was
focused only on the dimension of autonomous work
motivation. Nevertheless, SDT also considers
amotivation, and the four forms of controlled
motivation such as extrinsic motivation, introjected
regulation, identified regulation, and integrated
regulation [38]. Therefore, future research could
consider a multi-dimensional construct of
motivation to capture both the autonomous and
controlled dimensions of work motivation in line
with SDT.

Third, we measured ISR as perceived by the
employees. This measure is suitable given our
interest in how ISR (as perceived by the employee)
influences his or her job performance (by positively
moderating the relation between work motivation
and job performance). However, ISR might be
partly rhetorical rather than substantive, and could
even replace employees’ voice and collective rights
[79]. For this reason, we suggest that future studies
employ not only perceptual, but also more objective
measures of ISR.

Fourth, the study considered a narrow definition
of ISR, mainly focusing on firm’s interventions that
enhance the overall employee wellbeing and
welfare. We did not cover other dimensions such as

education and training, and human rights as
suggested by Al-Zoubi and Al-Tkhayneh [48],
since CSR in developing countries is at an infant
stage and mostly seen as an act of philanthropy [77,
80, 81].

Fifth, intermediating variables in the motivation
- performance relation have been left untouched in
the project management literature. Therefore,
future empirical studies might unpack this
relationship by considering possible mediators and
moderators, which further could improve our
understanding of the relation between motivation
and job performance in a megaproject context. In
connection this, we also invite future research to
consider the position of the respondents in terms of
line workers, middle managers and top level
management as a control variable, since this could
influence the motivation and perceived ISR.

Lastly, it is important to mention that the study
was limited in scope, as it was confined to only one
megaproject in one country. This could constrain
the generalizability of the findings even though the
predictive power of our model was large. Thus, we
encourage researchers to further validate and
extend our model by considering multiple
megaprojects.

6. Conclusion

The present study provides empirical evidence by
examining the direct effect of work motivation, and
the interaction effect of motivation and ISR on
individual job performance in a mega hydropower
project study setting. The study findings reveal that
autonomous work motivation is positively and
significantly —associated with individual job
performance. Even more interestingly, the study
shows that ISR plays a strengthening role in the
positive relation between motivation and job
performance.

The study findings highlight the importance of
motivation and ISR (which are soft factors) in
driving individual job performance, which could in
turn obviously influence project success. This study
thus informs decision-makers, researchers, and
practitioners in the field of project management to
give sufficient attention to these soft factors. In line
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with SDT, it is reasonable to affirm the vitality of
work  motivation in  project
organizations, which could be enhanced through,
among others, positive feedback, supportive
dialogue and equal treatment so as to enhance
autonomous work motivation [20].

The findings regarding the strengthening role of
ISR suggest that megaproject organizations need to
address the social needs and well-being of their

autonomous

Declaration

Funding

This research was funded by the Ethiopian Civil
Service University.

Author Contributions

D.A. Aga: Conceptualization, Methodology,
Formal analysis, Investigation, Writing-Original
draft, Writing- Review & Editing, Visualization.
B.B. Beyene: Conceptualization, Methodology,
Investigation, Writing-Review & Editing, Project
administration. N. Noorderhaven:
Conceptualization, Methodology, Writing-Review
& Editing, Supervision.

Acknowledgments

The authors would like to thank the two anonymous
reviewers for their constructive comments and very
helpful suggestions.

Data Availability Statement
The data presented in this study are available on
request from the corresponding author.

Ethics Committee Permission

Ethiopian Civil Service University, Research
Evaluation Committee approval was obtained on 20
November 2023.

employees as a source of human capital, instead of
practicing ISR as a mere philanthropic act. In this
connection, project organizations could develop
initiatives that satisfy specific needs and
preferences of employees, arrange voluntary
programs that on work-life balance,
implement wellness practices, and offer voluntary
opportunities for employees to develop their own
talent [82].

focus

Conflict of Interests

The authors declared no potential conflicts of
interest with respect to the research, authorship,
and/or publication of this article.

References

[1] Lin W, Wang G, Ning Y, Ma Q, Chen Y (2024)
Examining the effect of project planning on
megaproject performance: The conditional
mediating role of integration. Dev Built Environ
18:100392.

[2] ChenX, HeQ,Zhang X, Cao T, Liu Y (2021) What
motivates stakeholders to engage in collaborative
innovation in infrastructure megaprojects? J Civ
Eng Manag 27(8):579-594.

[3] Flyvbjerg B (2014) What you should know about
megaprojects and why: An overview. PMJ 45(2):6—
19.

[4] Hopmere M, Crawford L, Harré MS (2020)
Proactively monitoring large project portfolios.
PMIJ 51(6):656-669.

[5] Rezvani A, Khosravi P, Ashkanasy NM (2018)
Examining the interdependencies among emotional
intelligence, trust, and  performance in
infrastructure projects: A multilevel study. [JPM
36(8):1034-1046.

[6] Wang S, Chong H-Y, Zhang W (2024) The impact
of BIM-based integration management on
megaproject performance in China. Alexandria
Eng J 94:34-43.

[7] Cheng EW, Li H, Fox P (2007) Job performance
dimensions for improving final project outcomes. J
Constr Eng Manag 133(8):592-599.

[8] TIreland V (2004) Improving staff performance.
Constr Manag Econ 22(2):121-122.
https://doi.org/10.1080/0144619042000201312



419

D.A. Aga et al.

[11]

[12]

[13]

[14]

[15]

[16]

[18]

[19]

[20]

[21]

Cao J, Liu C, Wu G, Zhao X, Jiang Z (2020) Work—
family conflict and job outcomes for construction
professionals: The mediating role of affective
organizational commitment. Int J Environ Res
Public Health 17(4):1443.

Rafique M, Jaafar M, Ahmed S, Amjad-ur-Rehman
M (2024) Does work—family conflict lead to
abusive supervision in construction projects?
Future Bus J 10(1):38.

Locatelli G, Greco M, Invernizzi DC, Grimaldi M,
Malizia S (2021) What about the people? Micro-
foundations of open innovation in megaprojects.
IJPM 39(2):115-127.

Van Iddekinge CH, Aguinis H, Mackey JD,
DeOrtentiis PS (2018) A meta-analysis of the
interactive, additive, and relative effects of
cognitive ability and motivation on performance. J
Manag 44(1):249-279.

Dwivedula R, Bredillet C, Miiller R (2012) The
relation between work motivation and project
management success in temporary organizations.
Acad Bus Res 2:43-66.

Gillstedt M (2003) Working conditions in projects:
Perceptions of stress and motivation among project
team members. [JPM 21(6):449-455.
Wickramasinghe V, Liyanage S (2013) Effects of
high performance work practices on job
performance in project-based organizations. PMJ
44(3):64-77.

Tam NV, Watanabe T, Hai NL (2022) Importance
of autonomous motivation in construction labor
productivity improvement in Vietnam. Buildings
12(6):763.
https://doi.org/10.3390/buildings12060763

Dasi A, Pedersen T, Barakat LL, Alves TR (2021)

Teams and project performance: An ability,
motivation, and opportunity approach. PMJ
52(1):75-89.

Deci EL, Olafsen AH, Ryan RM (2017) Self-
determination theory in work organizations: The
state of a science. Annu Rev Organ Psychol Organ
Behav 4(1):19-43.

von Garrel J, Diiben A (2022) Self-determination
and motivation in project work. Gruppe Interaktion
Organisation 53(1):49-61.

Stone DN, Deci EL, Ryan RM (2009) Beyond talk:
Creating autonomous motivation through self-
determination theory. J Gen Manag 34(3):75-91.
Seiler S, Lent B, Pinkowska M, Pinazza M (2012)
An integrated model of factors influencing project
managers’ motivation. [JPM 30(1):60-72.

[22]

[23]

[24]

[25]

[26]

[27]

Liu Y, Tang W, Duffield CF, Hui FKP, Zhang L,
Zhang X, Kang Y (2021) Improving design by
partnering in EPC hydropower projects. Water
13(23):3410.

Adu-Gyamfi M, He Z, Nyame G, Boahen S,
Frempong MF (2021) Effects of internal CSR
activities on social performance. Sustainability
13(11):6235.

Cheah J, Lim K-H (2024) Effects of internal and
external corporate social responsibility on
employee job satisfaction. Eur Manag J 42(4):584—
594.

Kang C, Germann F, Grewal R (2016) Corporate
social responsibility and firm performance. J Mark
80(2):59-79.

Desalegn A, Solomon N (2022) Infrastructure
inequities and poverty reduction in Ethiopia. J
Mega Infrastruct Sustain Dev 2(3):291-309.
Melaku Belay S, Tilahun S, Yehualaw M, Matos J,
Sousa H, Workneh ET (2021) Cost overrun and
schedule delays of infrastructure projects. Adv Civ
Eng 2021:4991204.

Sonnentag S, Frese M (2002) Performance
concepts and performance theory. In: Sonnentag S
(ed) Psychological Management of Individual
Performance. Wiley, pp 3-25.

Xiong B, Newton S, Skitmore M (2022) Job
performance of construction professionals. Int J
Constr Manag 22(7):1308-1322.

Schindler S, Fadaee S, Brockington D (2019)
Contemporary megaprojects: An
Environ Soc 10(1):1-8.

Soliman E, Altabtai H (2023) Employee motivation
in construction companies in Kuwait. Int J Constr
Manag 23(10):1665-1674.

Griffin MA, Neal A, Parker SK (2007) A new
model of work role performance. AMJ 50(2):327-
347.

Reeve J (2016) A grand theory of motivation: Why
not? Motiv Emot 40:31-35.

Tabassi AA, Bakar AA (2009) Training,
motivation, and performance in construction
projects. IJIPM 27(5):471-480.

Peterson TM (2007) Motivation: How to increase
project team performance. PMJ 38(4):60—69.
Fareed MZ, Su Q (2022) Transformational
leadership and project Adm Soc
54(4):690-713.

Zhang Z, Ni G, Lin H, Li Z, Zhou Z (2023)
Empowering leadership and project citizenship
behavior. IIMPB 16(2):232-257.

introduction.

SucCcess.



Journal of Construction Engineering, Management & Innovation 420

[38]

[39]

[40]

[41]

[42]

[43]

[44]

[45]

[46]

[47]
[48]

[49]

[51]

[52]

[53]

[54]

Gagné M, Deci EL (2005) Self-determination
theory and work motivation. J Organ Behav
26(4):331-362.

Rigby CS, Ryan RM (2018) Self-determination
theory in HR development. Adv Dev Hum Resour
20(2):133-147.

Imam H (2021) Shared leadership and construction
project success. J Constr Eng Manag
147(7):04021067.

Aga DA, Beyene BB (2025) Megaproject external
social responsibility and community acceptance.
IJMPB 18(1):1-25.https://doi.org/10.1108/IIMPB-
05-2024-0111

Lin H, Zeng S, Ma H, Zeng R, Tam VWY (2017)
An indicator system for evaluating megaproject
social responsibility. IJPM 35(7):1415-1426.
Brammer S, Millington A, Rayton B (2007)
Corporate social responsibility and organizational
commitment. Int J Hum Resour Manag
18(10):1701-1719.

Al-bdour AA, Ellisha N, Lin SK (2010) Internal
CSR and organizational commitment. Int J Econ
Manag Eng 4(7):1842—-1861.

Saeed M, Arshad F (2012) CSR as a source of
competitive advantage. J Database Mark Cust
Strategy Manag 19:219-232.

Turker D (2009) corporate
responsibility influences organizational
commitment. J Bus Ethics 89:189-204.

Wright BE (2004) The role of work context in work
motivation. J Public Adm Res Theory 14(1):59-78.
Al-Zoubi M, Al-Tkhayneh K (2019) CSR and job
satisfaction. J Soc Res Policy 10(1).

How social

Schieg M (2009) Corporate social responsibility in
project management. Verslas: Teorija ir Praktika
10(4):315-321.

Zhou Z, Mi C (2017) Social responsibility research
in megaproject management. [JPM 35(7):1378—
1390.

LuJ, Javeed SA, Latief R, Jiang T, Ong TS (2021)
CSR, corporate governance and profitability. Int J
Environ Res Public Health 18(11):5830.

Deng X, Long X, Schuler DA, Luo H, Zhao X
(2019) External CSR and labor productivity. Corp
Soc Respons Environ Manag 27(1):393-408.
Goetz N, Wald A (2022) Job satisfaction and
performance in temporary organizations. [JPM
40(3):251-261.

Sydow J, Windeler A (2020) Temporary organizing
and permanent contexts. Curr Sociol 68(4):480—
498.

[55]

[56]

[59]

[60]

[61]

[65]

[66]

[67]

[68]

Cani€ls MCJ, Chiocchio F, van Loon NP (2019)
Collaboration in project teams. IJPM 37(1):1-13.
Yang J, Shen GQ, Bourne L, Ho CMF, Xue X
(2011) Stakeholder analysis and engagement.
Constr Manag Econ 29(2):145-162.

Webuild (2025) Koysha Hydroelectric Project.
https://www.webuildgroup.com/en/projects/dams-
hydroelectric-plants/koysha-hydroelectric-project/
Accessed 12 Sep 2025.

Pasian B, Turner R (eds) (2024) Designs, methods
and practices for research of project management,
2nd edn. Routledge, New York.

Patten M (2016) Understanding research methods.
Routledge, New York.

Tabachnick BG, Fidell LS, Ullman JB (2019)
Using multivariate statistics, 7th edn. Pearson,
Boston.

Hair JF, Hult GTM, Ringle CM, Sarstedt M (2022)
A primer on partial least squares structural equation
modeling (PLS-SEM), 3rd edn. Sage, Los Angeles.
Tyupa S (2011) A theoretical framework for back-
translation. New Voices Transl Stud 7(1):35-46.
Godard J (2001) High performance and the
transformation of work. ILR Rev 54(4):776-805.
Keegan AE, Den Hartog DN (2004)
Transformational leadership in project-based
environments. [JPM 22(8):609-617.

Barlas A, Valakosta A, Katsionis C, Oikonomou A,
Brinia V (2023) CSR, customer trust and loyalty.
Sustainability 15(2):1036.

Sarstedt M, Cheah J-H (2019) PLS-SEM using
SmartPLS. J Mark Anal 7(3):196-202.
https://doi.org/10.1057/s41270-019-00058-3.
Farrell AM (2010) Insufficient
validity. J Bus Res 63(3):324-327.
Cheah J, Magno F, Cassia F (2024) Reviewing
SmartPLS 4. J Mark Anal 12:97-107.
https://doi.org/10.1057/s41270-023-00266-y.
Podsakoff PM, Podsakoff NP, Williams LJ, Huang
C, Yang J (2024) Common method bias. Annu Rev
Organ Psychol Organ Behav 11(1):17-61.

Kock N (2015) Common method bias in PLS-SEM.
Int J e-Collab 11(4):1-10.

Hair JF, Risher JJ, Sarstedt M, Ringle CM (2019)
When to use and how to report PLS-SEM. Eur Bus
Rev 31(1):2-24.

Sarstedt M, Ringle CM, Hair JF (2021) Partial least
squares  structural equation modeling. In:
Handbook of Market Research. Springer, pp 587—
632.

discriminant


https://www.webuildgroup.com/en/projects/dams-hydroelectric-plants/koysha-hydroelectric-project/
https://www.webuildgroup.com/en/projects/dams-hydroelectric-plants/koysha-hydroelectric-project/

421

D.A. Aga et al.

[73]

[74]

[75]

[76]

[77]

Moon T-W, Youn N, Hur W-M, Kim K-M (2020)
Spirituality and job performance. Curr Psychol
39(5):1618-1634.

Ryan RM, Deci EL (2020) Intrinsic and extrinsic
motivation. Contemp Educ Psychol 61:101860.
Nyarirangwe M, Babatunde K (2019) Megaproject
complexity attributes. IJISPM 7(4):77-99.
Fuentes-Garcia FJ, Nufez-Tabales JM, Veroz-
Herradon R (2008) CSR and HRM. J Bus Ethics
82:27-44.

Wirba AV (2024) Government role in CSR. J
Knowl Econ 15(2):7428-7454.

(78]

[79]

(80]

[81]

(82]

van Hooft EAJ, van der Flier H, Minne MR (2006)
Construct validity of performance ratings. Int J Sel
Assess 14(1):67-81.

Barkay T (2025) Internal CSR and organised
labour. Soc Responsib J 21(1):154-179.
Benon-be-isan Nyuur R, Ofori DF, Debrah Y
(2014) CSR in Sub-Saharan Africa. Afr J Econ
Manag Stud 5(1):93-113.

Gajadhur R (2022) CSR and sustainability. Athens
J Law 8(2):189-216.

Farooq O, Rupp DE, Farooq M (2017) Internal and
external CSR pathways. AMJ 60(3):954-985.



Journal of Construction Engineering, Management & Innovation 422

Appendix A

Measurement items for the study constructs.

Autonomous work motivation.

No  Items Code
1 I always put as much effort as possible into my work. WM1
2 I am highly committed to do the best job I can. WM2
3 For me, a good day at work is one in which I have performed to my utmost. WM3
4 I try to work as hard as I can. WM4
5 I intentionally expend a great deal of effort in doing my job. WMS
6 I always give 100% where my work is concerned. WM6

Internal social responsibility.

No. Items Code
1 The Company usually makes fair decision about employees. ISR1
2 The Company offers equality of opportunity to all employees ISR2
3 The Company encourages you to speak out any workplace concerns ISR3
4 The Company cares about the welfare of employees. ISR4
5 The Company pays fair wages to its employees. ISRS
(deleted)
6 The Company offers its employees security during their work performance. ISR6
7 The Company treats its employees fairly without discrimination or verbal and other abuse. ISR7
8 The Company offers a pleasant working environment (e.g., flexible work schedule). ISR8

Job performance.

No. Items Code
1 I carried out the core parts of my job well JP1
2 I completed my core tasks well using the standard procedures JP2
3 I ensured my tasks were completed properly JP3
4 I adapted well to changes in core tasks JP4
5 I coped with changes to the way I have to do my core tasks JPS
6 I learned new skills to help me adapt to changes in my core tasks JP6
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Appendix B

Factor loadings of items of the constructs.

Items Autonomous work motivation Internal social responsibility Job performance

WMI1 0.875
WM2 0.888
WM3 0.783
WM4 0.864
WMS 0.825
WM6 0.834

ISR1 0.821
ISR2 0.765
ISR3 0.737
ISR4 0.818
ISR6 0.847
ISR7 0.792
ISR8 0.824

JP1 0.874
JP2 0.888
JP3 0.872
JP4 0.827
JP5 0.831
JP6 0.807
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