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MAKALE BILGISI

Based on the Self Determination Theory (SDT), the main purpose of this study is to determine
the effect of psychological needs on task performance with the mediating role of work
engagement. The participants of this research are from public companies operating in post and
telecommunication area in Kosovo. With the convenience sampling method, the data were
collected from 394 employees working in different positions. The results showed that amongst
others merely competence need has significant positive relationship with the task performance.
For the engagement sub-dimensions, relatedness need has significant positive relationship with
vigor, dedication and absorption, and autonomy need has significant positive relationship with
vigor and dedication. It’s also found that engagement has not a mediating role in between
psychological needs and task performance. However, the results presented that competence
need has a significant explaining power together with all three engagement sub-dimensions of
vigor, dedication absorption on the task performance. The contributions, limitations and
suggestions are discussed.
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Oz-Belirleme Teorisi cercevesinde yiiriitiilen bu ¢alismanin temel amaci, psikolojik ihtiyaclarin
gorev performansina olan etkilerini ve ige tutulmanin bu siiregteki aracilik roliinii belirlemektir.
Arastirmamin  katilimcilari Kosova posta ve telekomiinikasyon alaminda iy yapan kamu
firmalaridir. Kolayda ornekleme ydntemiyle farkli birimlerde ¢alisan toplan 394 ¢alisandan veri
toplanmigtir. Elde edilen sonuglar, digeri arasindan yetkinlik ihtiyacinin gorev performansiyla
anlamh ve aymi yonlii iliskisinin oldugunu géstermistir. Ise tutulma alt-boyutlart agisindan,
iligkililik ihtivacumin ding olma, ise adanma ve kendini ise kaptirma boyutlaryla; otonomi
ihtiyacimin ise ding olma ve ise adanma boyutlariyla anlamli ve aymi yonlii iliskilerinin oldugu
tespit edilmistir. Calismada ayrica is tutulmanmin psikolojik ihtiyaglar ile gorev performansi
arasindaki iligkilerde aracilik roliiniin olmadigi belirlenmistir. Ancak, sonucta yetkinlik
ihtiyacimin, tiim is tutulma alt boyutlar: olan ding olma, ise adanma ve kendini ige kaptirma ile
birlikte gorev performansiyla anlamli bi¢cimde agikladigi belirlenmistir. Calismanin katkilari,
suirliliklart ve tavsiyeler tartigilmistir.
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1. INTRODUCTION

Starting from Maslow’s Hierarchy of Needs Theory
(1943) the research on the role of needs in work
motivation has a long tradition in work and
organizational psychology. Different from other
need theories, Self Determination Theory (SDT) has
proposed three basic psychological needs named as
autonomy, competence, and relatedness, which are
essential for actualizing human potential to growth
and development (Deci & Ryan, 1995). As being a
part of intrinsic motivation, SDT has addressed the
relations between motivation, performance and
well-being in the workplace. SDT has proposed that
improving workplace conditions where three
psychological needs are satisfied and supported lead
to more employee satisfaction and performance
(Deci, Olafsen & Ryan, 2017).

One concept that is strongly connected with
intrinsic motivation is work engagement as a
positive work-related state of mind (Tims, Bakker
& Xanthopoulou, 2011). Work engagement is a
highly motivated state of individuals that consists of
three conditions namely vigor, dedication and
absorption. Individuals who are highly engaged in
their work have high levels of energy and
persistence, a strong psychological identification
with their work, and high level of concentration and
engrossment in their work. Accordingly, work
engagement plays a vital role in fulfilling
performance requirements through reinforcing
willingness of self - investment, work effort or
coping strategies in the face of setbacks (Kahn,
1990; Kaiseler, Passos, Queirds & Sousa, 2014;
Shuck, Reio & Rocco, 2011).

Based on the SDT theorizing and work engagement
research it would be expected that more satisfied
basic psychological needs would result in greater
task performance with the role of increased work
engagement. One of the explaining mechanisms of
these relations relies on the thought that the
cognitive, affective, and behavioral outcomes of
satisfied needs lead to work engagement as an
autonomous form of motivation (intrinsic
motivation) with increasing level of energy,
devoting and concentrating, which in turn increase
task performance. With this thought, the purpose of
this study is to determine the effect of psychological
needs on task performance with the mediating role
of work engagement. The motivating factor for this
research is that there is no study dealing with these
concepts and their interactions in between their sub-
dimensions in the literature and also in Kosovo
culture.

2. LITERATURE REVIEW
2.1. Psychological needs

SDT specifies basic psychological needs to be
crucial for human development and wellness (Ryan
& Deci, 2017). The underlying idea of SDT lies on
that humans share an innate tendency towards self-
growth and self-actualization. These natural
tendencies don’t operate automatically, but instead
require social environment for their improvement
and flourishing, that is, the social environment can
either promote or prevent these natural tendencies.
The social environment conditions supporting the
human’s experience of autonomy, competence, and
relatedness are toughed to increase motivation for
activities, including enhanced efforts, performance,
creativity. Furthermore, three main components also
known as basic psychological needs need to be
supported in order to ensure engagement of
activities, intrinsic  motivation and  inner
satisfaction. Autonomy, described as the need to
regulate and endorse the actions and the values of
one's work, even if the task might be given by
others. As a way of functioning, it is interrelated
with feelings of congruence, integration and
volition (Ryan, 1993; Shapiro, 1981). Competence
alludes to the sense of feeling effective and a master
of one activity, profession or career within a
context. A person who feels competent is referred
as being effective among social contexts, expresses
his/her ideas and talents (Deci & Moller, 2005;
Ryan & Moller, 2016; White, 1959). Relatedness, is
almost synonymously linked to the feeling of
belonging and being significant for the other
person, approval, acceptance within the dynamics
of relationship (Baumeister & Leary, 1995).

2.2. Work engagement

Work engagement refers to the employee’s
affective, cognitive and behavioral involvement in
achieving organizational goals (Kahn, 1990). The
affective  component involvement indicates
employee’s feelings and attitudes towards the
supervisor, workplace or organization. The
cognitive component involves employees’ thoughts
about social, physical and psychological conditions
at the workplace. The behavioral component
concerns the employee’s used energy to perform
and to achieve the aims within their roles. Another
approach has outlined the concept of engagement
addressing the psychological conditions that occur
together with transforming the individual energy
into behavioral investment (Schaufeli & Bakker,
2010). These positive work-related state of mind
conditions are defined as vigor (high level of
psychical and cognitive energy), dedication (a
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strong psychological identification with the work)
and absorption (clear focus and concentration on the
work activity).

2.3. Task performance

Task performance indicates employee behaviors
towards achieving the determined tasks that
enhance organizational goals (Campbell, 1990).
Different from discretional behaviors in the
contextual performance, these actions in the task
performance are determined formally and directly
serve the goals of the organization (Motowidlo,
Borman & Schmit, 1997). In terms of
organization’s technical core, task performance has
two different types: activities that transform raw
materials into organizational outputs such as goods
and services, and activities that service and
maintain the technical core by providing essential
functions for efficiency and effectiveness. With this
understanding, task performance consists of
individuals’ multidimensional behavior episodes
that can be observable and measurable in terms of
contributions to the job and organizational goals.

2.4. Research Hypotheses

SDT has addressed the relations between
motivation, performance and well-being in the
workplace with focusing workplace conditions
where three psychological needs are satisfied and
supported (Deci et al., 2017). Based on the
workplace environment factors perceived as
“competence” feedback rather than ‘“controlling”
behaviors, individuals have intrinsically motivated
to get inspire from work practices (Deci & Ryan,
1980). In this condition, the driving force of
intrinsic motivation with doing activities at their

H4

AN

Psychological
needs

own sake determines the form, direction, effort, and
duration of work. Thus, intrinsic work motivation
affects work performance through regulating
individuals’ cognitional, emotional and behavioral
processes (Ryan, 1995). Self-determined work
motivation with satisfied autonomy, competence,
and relatedness needs ultimately leads to an
increase in individual work performance (Baard,
Deci & Ryan, 2004). Based on the explanations
above we developed the following hypothesis (see
in Figure 1):

H;: There is a positive relation in between
psychological needs (autonomy, competence and
relatedness) and task performance.

From the positive perspective towards aspects of
work-context, the Job Demands-Resources Model
(JD-R) is associated with employees’ engagement
and burnout, stemming from health-impairing and
health-enhancing factors in the workplace
(Schaufeli & Bakker, 2004). The presence of job
resources as health-enhancing factors is expected to
associate positively with employees’ engagement
by way of a motivational process. Within SDT,
psychological needs can be considered as one of the
job  resources to  represent  individuals’
psychological energic resource to show effort and
performance. Also, the frustration of psychological
needs as an energy-depleting factor leads to
employees’ malfunctioning such as burnout
(Bakker, Demerouti & Verbeke, 2004; Ryan &
Deci, 2000). Thus, satisfaction of psychological
needs is essential for individuals to actualize their
potentials to flourish (Baard, Deci & Ryan, 2004).
Therefore, understanding the explanatory role of
satisfaction of psychological needs on work
engagement, we developed the following

Task

o Autonomy
o Competence
o Relatedness

o Vigor

Work Engagement

o Dedication
o Absorption

Performance

Figure 1: Research hypotheses
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hypothesis (see in Figure 1):

H,: There is a positive relation in between
psychological needs (autonomy, competence and
relatedness) and work engagement (vigor,
dedication, absorption).

According to the Broaden-and-Build Theory
(Fredrickson, 2001), positive emotions broaden
people’s thoughts and actions and build personal
resources. Engaged employees experienced more
positive emotions, performed better and willing to
go extra miles (Bakker & Bal, 2010). When
employees experience a positive and active
motivational state of mind, this positive
psychological state motivates them to perform
better and work harder (Bakker & Leiter, 2010).
Furthermore, from the Conservation of Resources
(COR) Theory (Hobfoll, 1989) and the Job
Demands-Job Resources (JD-R) Model (Bakker,
2011) perspective, more engaged individuals try to
increase their personal resources to invest at work,
thus their greater effort on work goes to higher
levels of job performance (see Bakker & Bal,
2010). Therefore, we developed the following
hypothesis (see in Figure 1):

Hj: There is a positive relation in between work
engagement (vigor, dedication, absorption) and task
performance.

Work engagement also indicates employees’
positive motivational state that can be shaped by the
degree of how much the environmental factors
promote psychological needs. So, the more satisfied
basic psychological needs would result in a greater
level of engagement state and produce an increase
in task performance. Therefore, we developed the
following hypothesis (see in Figure 1):

H;: Work engagement (vigor, dedication,
absorption) plays a mediating role in the
relationship ~ between  psychological  needs

(autonomy, competence and relatedness) and task
performance.

3. METHOD
3.1. Participants

The participants of this research are from public
companies operating in post and telecommunication
area in Kosovo. The data were collected from the
companies’ headquarters in collaboration with
general management and HR department of each
companies after getting required permissions from
the managers. The population of the study is 3.728,
and a total of 1.193 questionnaires was distributed

to almost every work unit, finally 394 of them
which are collected by way of the convenience
sampling method used for the research (return rate
of 33.9%). The sample’s gender distribution is
61.6% for the male (n = 242), and the marital status
distribution is 87.7% for the married versus single.
The average for age is 41.9 (SD = 10.16) and for the
tenure is 11.96 (SD = 8.05).

3.2. Procedure

For testing the research hypotheses, we have
employed multiple regression analyses in which we
have controlled all the demographical variables for
exploring the relationship between independent and
dependent variables. Before the analyses we have
structured our variables based on research
instruments. For this purpose, firstly we have
translated our all instruments to Albanian language
with using Brislin et al.’s (1973) five-step cross
cultural methodology. In the first step, the scale was
translated from English to Albanian independently
by two professionals whose level of target language
was the mother tongue. In the second step,
independent translations had been performed right
into a single textual content via examining the
combined theoretical meaning and
understandability with the aid of a university
lecturer within the field of management. Within the
third step, the translation scale has been translated
back into the source language by means of
specialists whose degree of English is professional
proficiency. The translations obtained within the
fourth step were checked and compared to the
original scale with the scale received from the
interpretation process and the essential corrections
were made. In the last step, a researcher from the
same field who has PhD was asked to make a
general assessment of the scale in terms of its
suitability of theoretical content and adequacy of
meanings of items. The evaluation of the scale
resulted with positive feedback (all translated
instruments are presented in the Appendix).

After translation we tested the validity and
reliability of all scales for our sample. Therefore,
we employed Confirmatory Factor Analysis (CFA)
for the structure validity with using Amos v.23 and
Cronbach’s alpha coefficient (o) with using SPSS
v.23 for the reliability. In the CFA we used the ratio
of Chi-square to degree of freedom (y2/df < 3 for
the acceptable fit), Root Mean Square Error of
Approximation (RMSEA< .08 for the acceptable
fit), Tucker Lewis Index (TLI> .90 for the
acceptable fit), and Comparative Fit Index (CFI >
.90 for the acceptable fit) for assessing the goodness
of models. In addition, we calculated Composite
Reliability (CR > .70 indicates a high degree of
consistency) and Average Variance Extracted (AVE
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> .50 indicating a high degree of wvalidated
construct) statistics for the confirmation (Bagozzi &
Yi, 1988).

Before the regression analysis, we constructed all
the study variables based on the item loadings as
calculating references. In the study our dependent
variable was task performance, and the independent
variables were sub-dimensions of psychological
needs as autonomy, competence and relatedness.
The engagement sub-dimensions as vigor,
dedication and absorption were both independent
and dependent variables as being our mediating
variables. We also looked at the normality statistics
of skewness and kurtosis values having regard to
cut off criteria of -1.96 to 1.96 as a reference. The
results showed that the values of skewness range
between -.806 and 1.131 and the values of kurtosis
range between -.861 and .446 for our research
variables.

Lastly, for testing the hypotheses, we built
hierarchical regression analyses for understanding
the study interactions independently from
demographics. We constructed six different
regression models in where demographical
variables are controlled in the first step and research
variables are entered in the second step. Just to
clarify, for the H1 we built Model 2; for the H2 we
built Model 3, 4, 5; and for the H3 and H4 we built
Model 6.

3.3. Instruments
3.3.1. Psychological needs scale

For measuring psychological needs, we used The
Basic Need Satisfaction at Work Scale which is
developed and used in Deci, Ryan, Gagné, Leone,
Usunov and Kornazheva’s (2001) study. The
original scale had 21 items concerning the three
needs for competence, autonomy, and relatedness.
We adapted a five-point rating scale labeled by (1)
not at all true (5) very true. Higher scores indicate
an increase in satisfaction of competence,
autonomy, and relatedness needs. In this study, the
adapted scale was confirmed with 9 items (item

numbers in the original form are 1, 3, 4, 9, 10, 12,
13, 17, 21) after excluding all inconsistency items.

3.3.2. Engagement scale

For measuring the employee engagement, we
employed shortened version of Engagement Scale
(UWES; Schaufeli & Bakker, 2003). The original
scale had 21 items and the shortened version had 9
items, measuring three dimensions namely vigor,
dedication and absorption. We adapted a five-point
rating scale labeled by (1) never to (5) always.
Higher scores indicate increase in psychological
states of vigor, dedication and absorption.

3.3.3. Task performance scale

For the employee engagement, we used The
Multidimensional Job Performance Scale (Williams
& Anderson, 1991). The scale consisted of 21 items
and measures the job performance in 2 dimensions:
In-role and extra role performance. We used in-role
performance items for measuring task performance
for the study. We adapted a five-point rating scale
labeled by (1) never to (5) always. Higher scores
indicate increase in task performance. In this study,
the adapted scale was confirmed with 5 items (item
numbers in the original form are 1, 2, 3, 4, 5) after
excluding other inconsistency items.

4. RESULTS

The results of validity and reliability of the all
translated instruments are presented in the Table 1.
The CFA results of all three instruments indicate
that all estimates are within the acceptable range
with very few variations (for Psychological needs
scale: x2/df = 2.693, CFI = .97, TLI = .96, RMSEA
=.066, CR = .91 to .92, AVE = .76 to .80; for Work
engagement scale: y2/df = 3.347, CF1 = .98, TLI =
.97, RMSEA = .077, CR = .80 to .88, AVE = .57 to
.72; for Task performance scale: y2/df = 3.338, CFI
= .95, TLI = .91, RMSEA = .077, CR = .75, AVE =
A45).

Table 1: Confirmatory Factor Analyses of Instruments

Instruments ¥/sd CFI TLI RMSEA CR AVE

1. Psychological needs scale
(autonomy, competence and  2.693 97 96 .066 .91, .92, 91 .76, .80, .76
relatedness)

2. Work engagement (vigor, 3347 g8 97 77 81,.88,.80 .58,.72,.57
dedication, absorption)

3. Task performance 3.338 95 91 077 75 45
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The averages, correlations and Cronbach’s alpha
reliability values are shown in the Table 2. Based
on the results, the means of all the study variables
are above the average value of 2.5, indicating
participants get higher scores in all variables. The
correlations between variables are significant at .05
and .01 levels, and the coefficients ranged between
.142 to .380. These results indicated that there are
significant positive correlations among all study
variables. Lastly the reliabilities of the variables
ranged between .66 to .91, showing moderate to
high consistency of the instruments.

For testing our research hypotheses, we built six
different hierarchical regression models (Table 3).
In Model 1, the effects of demographic variables as
age, gender, marital status, and tenure were
analyzed for explaining the task performance. In
this model, there were no significant effects on task
performance. In Model 2, for testing the H1, the
demographic variables were included in the first
step and then sub-dimensions of psychological
needs as autonomy, competence, and relatedness
were entered the model in the second step, in which
the dependent variable is task performance. The
results showed that only competence has a
significant effect on task performance (f = .271, p
<.01), indicating H1 is partly supported.

For testing H2 we built Model 3, 4 and 5 for
exploring the predictors of sub-dimensions of work

engagement. In Model 3, after -controlling
demographic  variables (step 1) autonomy,
competence, and relatedness were tested for

explaining the vigor (step 2). Based on the results,
autonomy (B = .249, p <.01) and relatedness (p =
194, p <.01) had significantly increase the vigor.
For the Model 4, autonomy (f = .183, p <.01) and
relatedness (B = .314, p <.01) had significantly
increase the dedication with the significant effect of
marital status (B =.140, p <.01). For the Model 5
only relatedness (B = .229, p <.01) had significantly
increase the absorption with the significant effect of
tenure (B = -.174, p <.01). All these findings
indicated that relatedness significantly increase the
all  three  sub-dimensions, and autonomy
significantly increase vigor and dedication sub-
dimensions of work engagement, indicating that H2
is partly supported.

In Model 6, for testing our H3, the sub-dimensions
of engagement as vigor, dedication and absorption
were entered the model (step 2) after controlling
demographics (step 1), where the task performance
is dependent variable. The results showed that vigor
(B=.195, p <.01), dedication (B =.194, p <.01), and
absorption (B = .224, p <.01) are significantly
increase the task performance, supporting our H3.

Lastly, concerning the mediating roles in H4, we
entered psychological needs as autonomy,
competence, and relatedness in the Model 6 as third
step in predicting task performance. Based on the
results, merely competence had a significant effect
on task performance (B = .120, p <.05) after
controlling all other variables. All these results
presented that there are no mediating effects of any
sub-dimensions of engagement in between
psychological needs and task performance,
indicating the rejection of H4.

5. DISCUSSION

The main purpose of the study was to explore the
effect of psychological needs on task performance
with a possible mediating role of work engagement.
In the study, different from literature all possible
relations among the  sub-dimensions  of
psychological needs as autonomy, competence,
relatedness, and the sub-dimensions of engagement
as vigor, dedication, absorption were explored with
their effect on task performance. The main results
showed that amongst others merely competence has
significant positive relationship with the task
performance. For the engagement sub-dimensions,
findings indicated that relatedness need has
significant positive relationship with  vigor,
dedication and absorption, and also autonomy need
has significant positive relationship with vigor and
dedication. It’s also found that engagement has not
a mediating role in between psychological needs
and task performance. However, the results
presented that competence need has a significant
explaining power together with all three
engagement sub-dimensions of vigor, dedication
absorption on the task performance.

Our first hypothesis was related with the relations
between psychological needs and task performance.
Based on the results merely competence need has a
significant  positive relationship ~ with  task
performance. The need for competence refers to
individuals’ desires to show and improve their
abilities. The relationship between the need for
competence and task performance showed that
demonstrating and improving individuals’ abilities
is satisfying and increasing individuals’ efforts and
persistence towards achieving performance goals
(Deci & Ryan, 2000). This relationship can be
explained in two ways. Firstly, the balance between
challenge in the job and the skills necessary for
achieving this challenge may satisfy individuals,
since this situation serves an increased level of
competence. Secondly, the previous positive
performance feedback can influence perceptions
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Table 2: Means, Deviations, Reliabilities and Correlations

Variables Mean  SD (1) (2) (3) (4) (5) (6) (7) (8) 9) (10) (11)
I. Age 41.99  10.06 1
2. Gender 1.62 48 064 1
3. Marital status 1.88 32 3177 .029 1
4. Tenure 11.96 8.05 6717 037 2517 1
5. Vigor 463 47 -083  -051 -031 -069  (.90)
6. Dedication 468 .46 -.063 010 .085  -079 372" (90)
7. Absorption 4.68 45 -.070 .000 004 -120°  270%° 3147 (91)
8. Autonomy 4.56 49 -.066 .015 -039 027  348% 3027 164 (81)
9. Competence 4.55 Sl -160"™  -087 -098 -000 .350%% 374 284" 372" (88)
10. Relatedness 459 46 -087  -007 -009 -017 235%% 2117 1427 3097 3807  (80)
11. Task performance 471 30 015 004 014 -025 .348%* 348" 373" 2017 3117 176" (.66)
n =394, *p < .05, **p < .01, ***p< .001
Table 3: Regression analyses
Independent Depencdent variables
variables
Task performance Vigor Dedication Absorption Task performance
Model 1 Model 2 Model 3 Model 4 Model 5 Model 6
(1 step) (2 steps) (2 steps) (2 steps) (2 steps) (3 steps)
Beta t Sig.  |Beta t Sig.  |Beta t Sig.  |Beta t Sig.  |Beta t Sig.  |Beta Sig.
Age 060 837 403 103 1502 (134 024 362 J17 1027 419 675 092 1,336 182 072 1.151 250
Gender -007 -134 894 (024 487 627 1053 -1,109 268 032 692 489 003 -056 956 029  .632 528
Marital Status 014 259 796 031 598 5500 007 132 895 140 2,852 005 |043 BI6 415 L007  -.149  BR2
Tenure -074 -1.064 288 079 -1.191 .235 060 -931 353 H097 -1,529 127 174 -2,588 010 010 -162 872
Vigor 195 3804 000
Dedication 194 3713 .000
Absorption 224 4645  .000
Autonomy 082 1.545 (123 (249 4,851 000 183 3614 000 [055 1,017 310 R.014 -273 785
Competence 271 4869 000 079 1,527 127 014 276 ,782 028 512 609 [120 2222 .027
Relatedness 028 .528 598 194 3642 000 316 6,002 000 229 4,093 000 004  .083 934
R .003 103 172 193 088 257
R’ change 003 100 172 193 {088 154
F 312 6.196 11.130 12.854 5.163 12.903
Sig. .870 001 .001 001 .001 001

N=

394
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and this increased competence perceptions make
individuals to feel responsible for the behavior.

Our second hypothesis was related with the
relationship between psychological needs and
engagement. The findings presented that
satisfaction of relatedness and autonomy needs have
significant effects on engagement. The need for
relatedness refers to have meaningful relationships
like a need to be valued, loved, respected and
desired by others. The positive relationship between
the need for relatedness and all engagement sub-
dimensions referred that meeting relatedness
increase well-being with promoting healthy
relationships with others. More clearly, employees
who feel themselves as a part of working group are
more likely to have need for belongingness
satisfaction, this relatedness need satisfaction can
influence energy to perform, psychological
identification and also concentration on the work
activities positively. On the other side, the need for
autonomy indicates to have the freedom to choose
and volition for behaviors (Deci & Ryan, 2000).
Employees who are endorsing in actions and
standing behind the reasons for these actions, as
acting willingly or autonomously, find a meaningful
rationale for fulfilling job tasks for themselves.
Therefore, the positive relationship between the
need for autonomy with vigor and dedication sub-
dimensions referred that increase in acting willingly
or autonomously lead to increase in the level of
psychical and cognitive energy, and also in the level
of psychological identification with the work.

Our third hypothesis was related with the
relationship between engagement and task
performance. The results indicated that all of the
sub-dimensions of engagement have significant
positive effects on task performance. Work
engagement refers to the employee’s psychological
condition that occur together with transforming the
individual energy into behavioral investment.
During the engagement state, individuals
experience high level of psychical and cognitive
energy, a strong psychological identification with
the work and clear focus and concentration on the
work activity. Concerning our findings, engaged
employees experienced more positive emotions and
try to increase their personal resources, thus their
greater efforts go to higher levels of task
performance.

Our fourth hypothesis was related with the
mediating role of engagement in between
psychological needs and task performance. The
findings didn’t support this hypothesis, indicating
that psychological needs play different roles for the
engagement states and task performance. That is to
say, increase in satisfaction of competence need

lead to improve task performance, however,
increase in satisfaction of autonomy and relatedness
needs cause to develop work engagement. This
result indicated that for the task performance
“effectance motivation” come into question (White,
1959), in which individuals have intrinsic need for
dealing with the environment, but for the
engagement states “environment-driven motivation”
are a matter of, in which the needs are forced by
societies or environment factors. But this initial
finding needs a more elaborative evidences for
explaining the motivational factors.

Although this study provides evidence for the
relations in between psychological needs, work
engagement and task performance with the all sub-
dimensions, some limitations need to be also
mentioned. Firstly, the generalizability of the
findings is limited by reason of the selected sample
which is from a public sector, and also the cultural
features of Kosovo. Secondly, the data were
gathered from one public organization after
requesting official permissions from managers. This
permission process may influence participants’
thoughts  about  responses, namely  the
questionnaires are thought as an obligation from the
managers. Thirdly, even, variance inflation factor
values were not high apparently, the cross-sectional
type of data collecting from single sources may be
an issue in terms of common method bias in the
research.

The present study opened new research fields; by
adapting three international instruments into
Kosovo culture for the future researches; by
exploring the interactions of recent theories of
motivational and situational processes in the
individual performance; and also by revealing a
new research question whether psychological needs
as autonomy, competence and relatedness are acting
jointly or separately in the motivational conditions.
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Appendix 1
The adapted instruments / Instrumentet e adaptuara

Basic Need Satisfaction. / Kénaqésia themelore e nevojés

1. Ifeel like I am free to decide for myself how to live my life. / Ndjehem sikur jam i liré t€ vendos veté se si ta jetoj jetén time

2. Ireally like the people I interact with. / Mé& pélqejn€ shumé njerézit me t€ cilét bashkéveproj

3. Often, I do not feel very competent. / Shpesh, nuk ndjehem shumé kompetent.

4. Ifeel pressured in my life. / Ndihem nén presion né jetén time

5. People I know tell me I am good at what I do. / Njerézit q€ njoh mé thon€ se jam i miré€ n€ até qé béj

6. I get along with people I come into contact with. / Uné shogérohem me njeréz me té cilét kam kontaktuar

7. Ipretty much keep to myself and don't have a lot of social contacts. / Uné e mbaj veten si larté dhe nuk kam shumé kontakte sociale

8. I generally feel free to express my ideas and opinions. / N& pérgjithési ndjehem i liré t€ shpreh ideté dhe mendimet e mia

9. Iconsider the people I regularly interact with to be my friends. / Uné i konsideroj njerézit me té cilét ndérveproj rregullisht se jané miqté e mi.

10. Thave been able to learn interesting new skills recently. / Uné kam gené né gjendje t& marr njohuri té reja interesante kohét e fundit.

11. In my daily life, I frequently have to do what I am told. / N& jetén time t& pérditshme, shpesh mé duhet t& b&j at€ q&€ mé éshté théné.

12. People in my life care about me. / Njerézit né jetén time kujdesen pér mua.

13. Most days I feel a sense of accomplishment from what I do. / Né shumica e ditéve ndjehem si me té arritura nga ajo qé bégj.

14. People I interact with on a daily basis tend to take my feelings into consideration. / Njerézit me t& cilét bashkéveproj ¢do dit€ kané tendencé
té marrin parasysh ndjenjat e mia.

15. In my life I do not get much of a chance to show how capable I am. / Né& jetén time nuk kam shumé mundési té tregoj se sa jam i afté.

16. There are not many people that I am close to. / Nuk jané¢ shumé njeréz me t€ cilét jam afér.

17. 1 feel like I can pretty much be myself in my daily situations. / Ndjehem sikur kam shumé mundési t€ jem vetvetja né situatat € mia té
pérditshme.

18. The people I interact with regularly do not seem to like me much. / Njerézit me té cilét bashkéveproj rregullisht nuk mé pélgejné shumé.

19. T often do not feel very capable. / Shpesh nuk ndjehem shumé i afté.

20. There is not much opportunity for me to decide for myself how to do things in my daily life. / Nuk ka shumé mundési qé uné t& vendos veté
se si t’1 bé&j gjérat né jetén time t& pérditshme.

21. People are generally pretty friendly towards me. / N& pérgjithési njerézit jané goxha migésoré ndaj meje.

Autonomy: 1, 4(R), 8, 11(R), 14, 17, 20(R)

Competence: 3(R), 5, 10, 13, I5(R), 19(R)
Relatedness: 2, 6, 7(R), 9, 12, 16(R), 18(R), 21

Employee engagement / Angazhimi i punonjésve
Vigor / Vigor
1. Atwork, I feel I am bursting with energy/ Né puné, uné ndihem me plot energji.
2. Atmy job, I feel strong and vigorous./ N& puné, uné ndihem i fugishém dhe energjik.
3. When I get up in the morning, I feel I like going to work. / Kur zgjohem né méngjes, ndiej kénaqési pér té shkuar né€ puné.
Dedication / Dedikimi
4. Tam enthusiastic about my job./ Uné jam entuziast pér punén time.
5. My job inspires me / Puna ime mé inspiron.
6. Iam proud on the work that I do / Jam krenar pér punén qé béjé
Absorption / Thithje-pérvetésim
7. 1feel happy when I am working intensely. / Ndihem i lumtur kur punoj intensivisht.
8. Tam immersed in my work / Uné jam i angazhuar né punén time.
9. I get carried away when I am working / Ndihem i lumtur dhe koha me ecén shpejte kur jam duke punuar.

Task Performance / Performanca e detyrés-punés
Adequately completes assigned duties. / Pérfundoni detyrat e caktuara né ményré adekuate.
Fulfils responsibilities specified in job description. / Uné pérmbushé pérgjegjésité e specifikuara né pérshkrimin e vendit t& punés.
Performs tasks that are expected of him/her. / Uné kryej detyrat t€ cilat priten té€ kryhen nga ana ime
Meets formal performance requirements of the job. / Uné pérmbushé kérkesat formale t& performancés né puné.
I Engage in activities that will directly affect his/her performance evaluation. / Uné angazhohem né aktivitete t& cilat ndikojné né ményré direkte
né vler€simin e performancés sime né puné.
Neglects aspects of the job he/she is obligates to perform. / Uné i neglizhoj aspektet e punés pér té cilat jam i obliguar ti kryej
. Fails to perform essential duties. / Un€ déshtoj t’i kryej detyrat themelore.
Items 6 and 7 are reversed.
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