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Abstract
    The workplace phenomenon of job motivation has been a topic of close concern in both academic and practical circles in recent years. Job motivation can be divided into intrinsic motivation and extrinsic motivation to understand how motivation affects personal behavior. This study explores the relationship between intrinsic motivation and extrinsic motivation on task performance based on the dual-path motivation of self-determination theory. It also includes professional abilities and physical attractiveness as distracting characters. Activating subordinates' motivation to achieve task performance. This study took current employees as the research object, distributed a total of 200 questionnaire samples, and 123 valid questionnaires were collected. The time isolation method was used to collect data, and the hypothesis was verified through SPSS software. The research results show that: (1) Intrinsic motivation is positively related to task performance; (2) Extrinsic motivation is positively related to task performance; (3) When supervisors have better professional abilities, subordinates’ intrinsic motivation and task performance will be strengthened; (4) When supervisors have high physical attractiveness, subordinates' extrinsic motivation and task performance will be strengthened. Based on the empirical research results, this study proposes practical management implications and future research suggestions.
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Introduction
In recent years, companies have faced numerous challenges due to the impacts of the pandemic, one such example being gaining an understanding of which types of work environment motivation can inspire employees to achieve their target task performance (Baughman, 2018; Din, Shahani & Baloch, 2021). Work motivation has become a popular topic to discuss in both academia and within companies themselves. It represents an individual's driving force toward advancement and its presence can foster better job outcomes for the individual. Work motivation refers to the antecedents, states, and actions experienced by individuals in the workplace to achieve specific goals, and illustrates the ongoing process of individuals moving toward goals after being stimulated to develop motivation (Herbert, 1976).
The concept of work motivation originates from the motivation-hygiene theory proposed by Herzberg (1959), which categorizes employee motivation as either intrinsic or extrinsic. According to the self-determination theory, individuals focus on their self-determination as a result of intrinsic motivation. In this case, motivation can be further divided into intrinsic and extrinsic motivation so as to understand how motivation influences individual behavior (Deci & Ryan, 1985). Furthermore, Katzell and Thompson (1990) elaborated on the concept of intrinsic and extrinsic motivation, stating that intrinsic motivation refers to personal experiences of self-growth, fulfillment, and challenges derived from the work itself, satisfying the individual’s intrinsic needs. The key driving factor of intrinsic motivation lies within the work itself, rather than external rewards; extrinsic motivation, on the other hand, is driven by such external rewards, such as bonuses, promotions, or job-related benefits. Subsequent scholars have continued to discuss intrinsic and extrinsic motivation from this perspective.
Existing literature on motivation has extensively explored intrinsic and extrinsic motivation. Previous studies have found that motivation is positively correlated with work engagement, task performance, positive emotions, and employee productivity (Good et al., 2022; Gerhart & Fang, 2015; Kuvaas et al., 2017; Makki1 & Abi, 2017). Motivation has also been shown to predict employee creativity (Amabile, 1996; Shalley & Gilson, 2004), enhance employee well-being (Porter & Lawler, 1968), and reduce employee turnover intention (Akosile & Ekemen, 2022). Numerous studies have discussed the issues of intrinsic and extrinsic motivation and examined the relationship between intrinsic and extrinsic motivation and task performance in terms of the expectancy motivation theory and the cognitive evaluation theory (Chopra, 2019; Porter & Lawler, 1968; Miao, Rhee, & Jun, 2020; Muogbo, 2013; Vroom, 1964).
However, recent research has found that the self-determination theory can better explain how an individual’s motivation drives their behaviors (Evans & Ryan, 2022; Sansone & Tang, 2021; Van den Broeck et al., 2021). Currently, it is believed that there are two pathways: the first involves individuals taking action spontaneously because they find a task inherently interesting or valuable to learn from (Deci & Ryan, 1985; Deci, Olafsen, & Ryan, 2017); while the second involves individuals considering, feeling, or behaving in specific ways based on the conditions of their extrinsic motivation, evaluating whether the benefits obtained from performing an action are valuable. Previous research has found that both types of motivation can motivate employee performance and enhance organizational efficiency in the long term (Aizza, Shakeel & Hassan, 2018; Nyinyimbe, 2020; Triswanto & Yunita, 2021). Therefore, this study further examines, based on self-determination theory, whether the task performance of individuals is influenced by intrinsic and extrinsic motivation when they are autonomously motivated.
While the literature on intrinsic and extrinsic motivations has accumulated a considerable body of work, much of the focus has been on the mediating effects of intrinsic and extrinsic motivation (Akosile et al., 2022; Good et al., 2022; Liu et al., 2020; Van den Broeck et al., 2021), or solely on one type of motivation, such as the positive correlation between intrinsic motivation and learning outcomes and learning skills (Cerasoli, Nicklin & Ford, 2014; Weiss & Ferrer-Caja, 2002), and the relationship between extrinsic motivation and employee performance (Chantal, Manyange & Asuman, 2022). Fewer studies have explored the boundary conditions of these two types of motivation. For example, Zhou, Mao & Tang (2020) examined intrinsic motivation with benevolent leadership as a moderator variable, but did not explore extrinsic motivation. There has been no research simultaneously investigating the effects and outcomes of the boundary conditions for both types of motivation. According to Deci and Ryan (2008), when extrinsic rewards are changed, this will affect an individual’s motivation, indicating that for a given condition, individuals do not possess intrinsic and extrinsic motivation simultaneously, but rather tend to lean toward one type of motivation as a starting point. Additionally, previous research has focused on the monetary reward aspect of extrinsic motivation (Khusainova et al., 2018; Good, Hughes & Wang, 2021). However, empirical research has found that extrinsic motivation not only includes monetary rewards, but also cognitive and emotional aspects, i.e., an individual may seek compensation, but may also seek recognition (Miao, Evans & Zou 2007; Miao, Lund & Evans, 2009; Miao and Evans 2014). Therefore, following the suggestions of previous scholars, this study incorporates both intrinsic and extrinsic motivation into the research framework and explores the recognition-seeking aspect of extrinsic motivation (Pinder, 2011).
This study selects two relevant boundary conditions to examine the aforementioned two motivational pathways. The first condition is manager’s expertise, which, according to the self-determination theory, activates intrinsic motivation in employees when such employees perceive a motivation for learning at work (Deci et al., 1985). This study posits that the intrinsic motivation of employees to engage in a particular behavior is also influenced by the extent to which they can learn from engaging in the behavior (i.e., manager's expertise). Therefore, manager's expertise may moderate the relationship between intrinsic motivation and task performance: because managers with high levels of expertise can provide substantive and improvement-oriented professional advice to employees, they can activate employees' intrinsic motivation. Therefore, this study anticipates that when managers have high levels of expertise, employees will be increasingly driven by intrinsic motivation to achieve task performance.
The second condition is the manager's physical attractiveness. Following the aforementioned self-determination theory, extrinsic motivation also includes gaining recognition from others (Miao et al., 2007; Miao et al., 2009; Miao et al., 2014). Therefore, this study posits that the physical attractiveness of one’s manager may moderate the relationship between extrinsic motivation and task performance of employees. This is because managers with high levels of physical attractiveness are perceived to also have higher levels of competence and trustworthiness (Chaker et al., 2019; Little et al., 2012), holding higher social status and persuasiveness in interpersonal interactions (Frevert & Walker, 2014; Keltner, Gruenfeld, & Anderson, 2003; Li, Zhang, & Laroche, 2019). Consequently, employees may seek recognition from such managers and leverage said manager’s socio-economic status to enhance their personal reputation, thus potentially reinforcing the link between employees’ extrinsic motivation and task performance.
In summary, according to the self-determination theory, the questions raised in this study are as follows: Do intrinsic and extrinsic motivation influence task performance? Does manager’s expertise moderate the relationship between employees’ intrinsic motivation and task performance? Does manager's physical attractiveness moderate the relationship between employees’ extrinsic motivation and task performance?
This study hopes to make the following theoretical and methodological contributions to the literature on intrinsic and extrinsic motivation. First, in terms of theoretical contributions, this study adopts the self-determination theory. The intrinsic motivation of this theory focuses on individuals’ psychological needs, including autonomy, resources, and relatedness, or, in other words, individuals’ autonomy in performing activities, the competence-related resources provided by the environment, and the sense of achievement felt after performing activities (Deci & Ryan, 1985; Ryan & Deci, 2000). The extrinsic motivation of this theory focuses on individuals’ desire for cognitive and emotional recognition. Therefore, this study examines the relationship between employees’ intrinsic and extrinsic motivations and task performance, incorporating resource-related variables into the investigation. This approach further extends the theoretical framework of intrinsic and extrinsic motivation.
Second, this study also uses the self-determination theory to examine which resources and abilities managers possess (i.e., expertise, physical attractiveness) that can effectively activate the motivation of employees to achieve task performance. This approach helps to enrich the literature by considering potential moderator variables that have not been previously discussed, thereby providing a clearer understanding of the boundary conditions within this perspective.
Finally, in terms of research methods, previous studies have suggested that individuals’ motivation should be measured in real-life contexts rather than using experimental methods. Therefore, this study employs a questionnaire survey to measure motivation in daily life situations (Pullins et al., 2017). Moreover, following the suggestion of Peng, Gao, and Lin (2006), data collection is conducted at two different time points to mitigate the issue of common method variance (CMV). The overall framework of this study is illustrated in Figure 1 below.Professional ability
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Figure 1
Literature Review
[bookmark: _Toc151848332]Employee Intrinsic and Extrinsic Motivation and Task Performance: The Self-Determination Theory Perspective
The concept of work motivation originates from Herzberg's (1959) motivation-hygiene theory, which categorizes employee motivation into intrinsic and extrinsic motivation. Intrinsic motivation, also known as motivators, refers to personal experiences of self-growth, achievement, and challenges derived from work itself, which satisfy internal needs from work. Extrinsic motivation, also known as hygiene factors, pertains to the driving force individuals experience in their work, stemming from the additional benefits provided by work, such as bonuses, promotions, or job-related benefits. Subsequent studies have largely adopted this framework to discuss intrinsic and extrinsic motivation.
According to the self-determination theory, intrinsic motivation refers to the personal drive that originates from within, and focuses on autonomous behavior, resources provided by the environment, and the sense of achievement felt after performing an activity (Deci et al., 1985; Ryan et al., 2000). This theory better explains how to fulfill individuals' higher-level needs, including the needs for belonging, autonomy, and a sense of competence (Deci et al., 1985). It delves into both intrinsic and extrinsic motivation to understand how motivation drives individual behavior, and elucidates the direct relationship between personal motivation and organizational reward systems with task performance. The theory states that intrinsic motivation is characterized by an individual’s willingness to contribute from within, and is not affected by external rewards (Deci & Ryan, 1985; Ryan & Deci, 2017). Intrinsic motivation can be divided into two dimensions: seeking challenges and finding enjoyment in work, indicating that individuals not only seek personal development, but also pursue the challenges presented by their work, thus activating their intrinsic motivation for work (Amabile, 1994). Furthermore, intrinsic motivation also involves the resources provided by the environment and the subsequent sense of achievement from performing work activities (Deci et al., 1985; Ryan et al., 2000). Extrinsic motivation, however, refers to the pursuit of goals outside of work itself, such as tangible rewards, intangible appreciation, or social recognition. When individuals are driven by extrinsic motivation, they expect their efforts to be rewarded and their goals to be achieved through self-determination, and also seek cognitive or emotional recognition from others (Deci et al., 1985). Self-determination theory also suggests that when individuals perceive themselves as being observed, they believe that rewards can be obtained through their behavior, which is classed as an aspect of extrinsic motivation. For example, when supervisors manage and evaluate employees' performance, employees understand that their performance is under evaluation by a superior. Therefore, employees are expected to be recognized or rewarded by supervisors in order to achieve good performance, leading to the emergence of extrinsic motivation (Deci et al., 2017; Deci et al., 1985, 2008; Ryan et al., 2000).
Campbell (1991) defines job performance as a member of an organization completing their duties in accordance with the requirements of their role. Job performance can be further subdivided into task performance and contextual performance (Borman and Motowidlo, 1993). The former describes an individual's ability, acting within a team, to execute their job responsibilities and demonstrate outcomes that are directly related to the job. Evaluation of task performance typically employs metrics such as work quality, efficiency, and cost-effectiveness. This also emphasizes the productivity of individuals during work, which directly affects organizational goals. Organizations must clearly inform team members of their job responsibilities, enabling them to understand the expectations regarding their performance, thus contributing to the achievement of the team's goals (Williams & Anderson, 1991).
Past research has found that individuals with intrinsic motivation perform better at work (Grant, 2008; Ryan et al.,2017; Vansteenkiste, Lens & Deci, 2006). Studies have also shown that students with intrinsic motivation tend to achieve better academically (Church, Elliot & Gable, 2001; Gottfried, 1985). Employee performance is influenced by the type of motivation individuals have toward their work activities. When individuals are intrinsically motivated, they feel the autonomy to decide whether they have the motivation to complete a task, which strengthens their willingness to perform, facilitates more effective learning, and enhances adaptability to the environment. Additionally, these individuals are better able to experience interest and enjoyment from the activities they engage in (Amabile, 1996; Csikszentmihalyi, 1975; Deci et al., 2017; Grolnick & Ryan, 1987). Furthermore, individuals with intrinsic motivation demonstrate perseverance in completing tasks to achieve their goals (Grant, 2008; Grant & Berry, 2011), prompting genuine effort and sustained engagement in work-related tasks, which thereby increases their personal commitment to work tasks (Grant et al., 2011).
When individuals perceive extrinsic motivation, their focus shifts to the rewards they will receive after exerting effort, such as bonuses, praise, or other external benefits. When these rewards are perceived as worthy of the effort that must be expended, extrinsic motivation is strengthened and becomes a stronger driving force (Deci et al., 2017). Furthermore, extrinsic motivation also involves considerations of non-material rewards. For instance, recognition from others or enhancing one's reputation can also heighten extrinsic motivation (Eisenberger & Rhoades, 2001). When individuals possess both motivation and competence, this enhances their enthusiasm, leading to a more proactive and positive performance to improve productivity (Makki & Momina, 2017; Saengchai, Siriattakul & Jermsittiparsert, 2019; Yousaf, Yang & Sanders, 2015), resulting in superior job performance.
Based on the above discussion, this study proposes the following hypotheses:

Hypothesis 1: Intrinsic motivation is positively correlated with task performance.
Hypothesis 2: Extrinsic motivation is positively correlated with task performance.

[bookmark: _Toc151848333]Intrinsic Motivation and Task Performance: The Moderating Effect of Manager’s Expertise
The self-determination theory finds that individuals self-motivate and encourage themselves to engage in activities by focusing on their psychological needs, namely freedom to choose one’s own behavior, effective interaction with one’s environment, and a feeling of being meaningfully connected to others (Deci et al., 1985; Ryan et al., 2020). Past research has found that employees' intrinsic and extrinsic motivation can be affected by outside contexts (Yousaf et al., 2015). However, whether employees engage in intrinsic motivation will also be influenced by the extent to which their environment provides available learning resources (i.e., manager’s expertise). When employees perceive that there exists motivation for learning in their work, this inspires them to engage in intrinsically motivated behaviors (Deci et al., 1985). In other words, when employees perceive that the work environment can enhance personal growth and provide achievements, and their manager has the expertise to lead them to a higher level or provide useful advice, they are more likely to experience intrinsic motivation. Therefore, this study posits that manager’s expertise will further moderate the relationship between intrinsic motivation and task performance.
Expertise refers to an individual’s degree of knowledge and mastery of skills in a specific field (Hunter et al., 2011). When managers have high expertise, they can provide useful information, maintain competitive advantage for the company, and achieve better company performance (Litz & Stewart, 2000; Loan-Clarke, Boocock, Smith & Whittaker, 1999). Such managers can also provide timely and effective solutions in challenging situations (Goodall & Pogrebna, 2014; Sternberg, 2003). According to the self-determination theory, intrinsic motivation stimulates an individuals' curiosity and drives their personal perceptions and behaviors. When a manager with high levels of expertise provides professional advice to employees, employees will perceive the manager as a model to be learned from, and desire to learn new information from the manager to improve their own shortcomings, acquire new skills, and achieve good task performance (Janssen, & Prins 2007; Tuckey, Brewer, & Williamson, 2002; VandeWalle, 2003).
Based on the above information, managers with high levels of expertise are seen as good learning models, and this in turn inspires employees who are originally driven by intrinsic motivation to be more willing to learn new skills from them. Conversely, managers with low levels of expertise may make it difficult for employees to obtain useful information, which in turn reduces their intrinsic motivation. This means that even if the employee is originally intrinsically motivated, the relationship between intrinsic motivation and task performance is weakened. Therefore, this study anticipates that when managers are perceived to have high levels of expertise, the positive relationship between intrinsic motivation and the task performance of employees will be strengthened.
Hypothesis 3: The perceived expertise of managers moderates the positive relationship between intrinsic motivation and the task performance of employees: when managers have high levels of expertise, this positive relationship will be strengthened.

[bookmark: _Toc151848334]Extrinsic Motivation and Task Performance: The Moderating Effect of the Manager’s Physical Attractiveness
According to the self-determination theory, when individuals are driven by extrinsic motivation, they typically employ self-regulatory strategies to pursue goals beyond the scope of their work tasks, aiming to obtain cognitive and emotional recognition from others. Additionally, the extrinsic motivation of employees is also influenced by boundary conditions (Yousaf et al., 2015). Whether employees engage in extrinsically motivated behavior depends on the strength of their desire to gain recognition from influential supervisors (i.e., their manager's physical attractiveness). When employees seek recognition from others, this activates their extrinsic motivation (Deci et al., 1985). In other words, if employees find that they are able to receive praise from their manager while performing work tasks, and said manager possesses a physical attractiveness that can enhance their reputation and authority, employees are more likely to engage in extrinsic motivation. Therefore, this study posits that a manager’s physical attractiveness will further moderate the relationship between extrinsic motivation and the task performance of employees.
Physical attractiveness refers to an individual having an appealing appearance, which embodies an ideal and evokes positive feelings within others (Hatfield & Sprecher, 1986; Morrow, 1990). According to the implicit personality theory, people often infer traits about others based on their appearance, and tend to attribute positive impressions, such as being friendly, intelligent, or popular, to individuals who are deemed to be attractive, and also perceive these people as having better interpersonal skills during social interactions (Eagly et al., 1991; Feingold, 1992; Gillen, 1981). Additionally, there is a tendency to stereotype individuals with attractive appearances, assuming that they possess higher social competences (Dion, Berscheid & Walster, 1972; Leung & Law, 2010). According to the expectancy theory, people alter their treatment of physically attractive individuals due to the positive feelings associated with their appearance (Frieze, Olson, & Russell, 1991). Additionally, according to the status generalization theory, individuals' task performance may be inferred by others based on their appearance. When individuals have high levels of physical attractiveness, they are usually expected to perform better at their job and therefore receive higher evaluations, thus achieving a better reputation within the organization (Berger, Wagner & Zelditch, 1985).
According to the self-determination theory, when individuals are extrinsically motivated, they are concerned about whether the rewards obtained after expending personal time and effort are within their own interests (Deci et al., 2017). Employees will change their behavior toward a manager with high levels of physical attractiveness, perceiving said manager as having a higher social status and better interpersonal relationships within the organization. This perception can lead employees to aim to enhance their own reputation through association with the manager (Eisenberger & Rhoades, 2001), thereby activating extrinsic motivation in employees. Based on the above, it can be seen that managers with high levels of physical attractiveness are viewed as a channel through which to enhance one's reputation, causing employees with extrinsic motivation to more actively interact with them. Conversely, managers with low levels of physical attractiveness may find it difficult to inspire employees to seek their praise or recognition, thereby reducing employees' extrinsic motivation and weakening the relationship between extrinsic motivation and task performance. Therefore, this study anticipates that in the case of managers with high levels of physical attractiveness, the positive relationship between extrinsic motivation and task performance will be strengthened.

Hypothesis 4: The physical attractiveness of a manager will moderate the positive relationship between extrinsic motivation and the task performance of employees: when managers have high levels of physical attractiveness, this positive relationship will be strengthened.


Research Methodology
Sample and Data Source
This study was conducted using full-time employees as research subjects. The recruited participants are full-time employees from across various industries and organizations to ensure an adequately representative sample for analysis. A total of 200 surveys were distributed in the first phase of data collection, and 158 in the second phase. Combining the data from both phases, 123 valid questionnaires were obtained. To mitigate the effect of common method variance (CMV), data was collected using a temporal separation approach (Peng, Gau, & Lin, 2006). Regarding the data collection procedure, the researchers sought willing participants through schools of continuing education and corporate unions. If a company agreed to assist with the survey, the researchers contacted the company’s human resources department to obtain contact information for their management staff, and then sent emails to employees requesting their participation in the survey. Upon obtaining consent, the researchers provided the employees with information about the questionnaire and instructions for completion. This approach aimed to alleviate concerns about managers or company executives accessing employee responses, and also aimed to mitigate any influence from social expectations that might lead respondents to choose answers contrary to their true beliefs.
Measurement of Variables
This study employed a questionnaire survey using a scale designed on the basis of relevant domestic and international literature to measure five research variables: "intrinsic motivation," "extrinsic motivation," "expertise," "physical attractiveness," and "task performance.” All questionnaire items were completed by employees themselves. At time point 1 (T1), participants responded to questions or statements related to intrinsic motivation, extrinsic motivation, expertise, and physical attractiveness. Two weeks later, at time point 2 (T2), they reported on task performance.
Intrinsic Motivation
Drawing from Amabile et al.’s (1994) work preference inventory (WPI), this scale consists of 15 statements. Sample statements include "I am so involved in my work that I forget about everything else." and "It is important to me to have the opportunity to express myself freely.” Responses were measured on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree).
Extrinsic Motivation
Drawing from Amabile, et al.’s (1994) WPI, this scale consists of 9 statements. Sample statements include "At work, I really want to receive praise from others for my performance." and "At work, I hope to let others know how well I can perform.” Responses were measured on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree).
Expertise
This scale, adapted from Fedor, Rensvold, and Adams (1992), consists of 5 statements. Sample statements include "My manager's expertise is sufficient for their current position." and "My manager has the ability to analyze complex matters." Responses were measured on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree).
Physical Attractiveness
This study referenced research by Riggio & Throckmorton (1991) to define the variables of physical attractiveness, which include facial beauty, bodily attractiveness, attractiveness of dress, and overall attractiveness. The questionnaire statements were adapted from the Chinese version of the questionnaires published by Cash, Gillen, & Burns (1977) and You Huaihuai (2005). There are a total of 4 statements, with examples including "I find that my immediate supervisor's facial appearance is attractive overall." and "My immediate supervisor has a well-proportioned figure and an appropriate weight.” Responses were measured on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree).
Task Performance
the scale developed by Motowidlo and Scotter (1994) was used in this study. This scale consists of 8 statements, sample statements of which include "I believe my job performance is better than that of my colleagues." and "I can satisfactorily resolve unexpected events." Responses were measured on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree).
Control Variables
Past literature suggests that gender can influence employees’ task performance (Lin et al., 2015), while age and tenure may also influence task performance due to the accumulation of organizational knowledge over time (Carmeli et al., 2009; Wallace et al., 2009; Vinarski-Peretz, Binyamin, & Carmeli, 2011). Therefore, this study aims to control for other possible factors that may influence the research results by including gender, age, and tenure as control variables.


Research Results
Correlation and Reliability Analysis
[bookmark: _Toc130931097][bookmark: _Toc132145656][bookmark: _Toc132146389][bookmark: _Toc132650388][bookmark: _Toc135829535]Table 4-1 presents descriptive statistics including the  means standard deviation, and correlation coefficient for each of the variables. It is evident that there is a significant positive correlation between intrinsic motivation and task performance (r = .50, p < .001). Extrinsic motivation is also significantly positively correlated with task performance (r = .32, p < .001). Expertise is significantly positively correlated with task performance (r = .20, p < .05). The reliability of the scales in this study range from 0.70 to 0.93, indicating high reliability. Overall, the questionnaire has good reliability and high internal consistency, as shown in Table 4-1.
Table 4-1 Correlation and Reliability Analysis
	Variables
	Mean
	SD
	1
	2
	3
	4
	5
	6
	7
	8

	1. Gender
	1.67
	.47
	-
	
	
	
	
	
	
	

	2. Age
	26.77
	8.74
	-.30**
	-
	
	
	
	
	
	

	3. Working experience (months)
	38.83
	59.74
	-.37***
	.76***
	-
	
	
	
	
	

	4. Intrinsic motivation
	3.85
	.56
	.11
	-.08
	-.08
	(.90)
	
	
	
	

	5. Extrinsic motivation
	3.77
	.53
	.21*
	-.26**
	-.23*
	.50***
	(.70)
	
	
	

	6. Professional ability
	3.92
	.81
	.07
	-.10
	-.08
	.39***
	.28**
	(.92)
	
	

	7. Physical attractiveness
	3.26
	.96
	.09
	.03
	.02
	.40***
	.25**
	.62***
	(.93)
	

	8. Task performance
	3.80
	.52
	.04
	-.05
	-.01
	.50***
	.32***
	.20*
	.15
	(.71)




Hypothesis Analysis
(1) The Relationship Between Intrinsic Motivation and Extrinsic Motivation and Task Performance
The hypotheses were tested using hierarchical regression analysis. Model 2 in Table 4-2 reveals that after controlling for background variables, there is a significant relationship between intrinsic motivation and task performance (β = .50, p < .001), supporting Hypothesis 1. Furthermore, Model 2 indicates that after controlling for background variables, there is a significant relationship between extrinsic motivation and task performance (β = .34, p < .001), supporting Hypothesis 2.
Table 4-2
	Var.
	task performance

	
	

	
	Mode 1
	Model 2
	Model 3

	control variables
	
	
	

	Gender
	.04
	-008
	-.02

	Age
	-.09
	-.21
	-.10

	Working experience (months)
	.07
	.08
	.09

	independent variable
	
	
	

	Intrinsic motivation (IM)
	
	.50＊＊＊
	.51＊＊＊

	Extrinsic motivation (EM)
	
	.34＊＊＊
	.37＊＊＊

	Professional ability (PA)
	
	
	-.05

	Physical attractiveness (PhA)
	
	
	-.02

	interaction
	
	
	

	IMxPA
	
	.
	.21＊

	EMxPhA
	
	
	.27＊＊

	R2
	
	
	.332＊＊＊

	△R2
	
	
	.279＊＊＊




(2) The Relationship Between Intrinsic Motivation and Task Performance: the Moderating Effect of Expertise
After controlling for the effects of gender, age, and tenure, Table 4-3 reveals that the interaction term between employees' intrinsic motivation and managers' expertise is both significant and positive (β = .21, p < .05). Nevertheless, this study further examined whether managers’ expertise has a moderating effect. To better understand and illustrate the direction of the moderating effect, this study follows the method proposed by Aiken & West (1991) by dividing expertise into the two groups of high- and low-level expertise and plotting two regression lines accordingly, as shown in Figure 4-1. From Figure 4-1, it is evident that when managers have high levels of expertise, the positive relationship between intrinsic motivation and task performance is strengthened (simple slope = .36, p < .001). Conversely, when managers have low levels of expertise, the positive relationship between intrinsic motivation and task performance is weakened (simple slope = .17, p < .01), which supports Hypothesis 3.
(3) The Relationship Between Extrinsic Motivation and Task Performance: the Moderating Effect of Physical Attractiveness
After controlling for the effects of gender, age, and tenure, Table 4-3 reveals that the interaction term between employees’ extrinsic motivation and managers’ physical attractiveness is both significant and positive (β = .27, p < .01). Nevertheless, this study further examined whether managers’ physical attractiveness has a moderating effect. To better understand and illustrate the direction of the moderating effect, this study follows the method proposed by Aiken & West (1991) by dividing physical attractiveness into the two groups of high- and low-level attractiveness and plotting two regression lines accordingly, as shown in Figure 4-2. From Figure 4-2, it is evident that when managers have high levels of physical attractiveness, the positive relationship between extrinsic motivation and task performance is strengthened (simple slope = .31, p < .001). Conversely, when managers have low levels of physical attractiveness, the positive relationship between extrinsic motivation and task performance is not significant (simple slope = .10, p > .05), which supports Hypothesis 4.
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Theories and Recommendations
Discussion
According to the self-determination theory, individuals focus on their self-determination due to intrinsic motivation. In this case, motivation can be further divided into intrinsic and extrinsic motivation. This study selects two relevant boundary conditions to examine the aforementioned two motivational pathways. The first condition of which is manager’s expertise. The intrinsic motivation of employees to engage in a particular behavior is influenced by the extent to which they can learn from engaging in the behavior (i.e., manager's expertise). The second condition is manager’s physical attractiveness, because managers with high levels of physical attractiveness are perceived to be competent and trustworthy (Chaker et al., 2019; Little et al., 2012), holding higher social status and a greater persuasiveness in interpersonal interactions (Frevert & Walker, 2014; Keltner, Gruenfeld, & Anderson, 2003; Li, Zhang, & Laroche, 2019). Through this study, it was found that both manager’s expertise and physical attractiveness can enhance the effects of intrinsic and extrinsic motivation on task performance.
(1) The Relationships Between Intrinsic Motivation and Extrinsic Motivation and Task Performance
　　This study found a positive correlation between intrinsic motivation and task performance. Therefore, when employees' work motivation is based on intrinsic factors, their job outcomes and task performance tend to be better. When task performance meets employees’ fundamental psychological needs, they will feel more satisfied and exhibit better motivation and spontaneity in their work, thus improving their task performance. Similarly, there is a positive correlation between extrinsic motivation and task performance. When individuals are driven by extrinsic motivation, they expect appropriate rewards commensurate with their worth in order to achieve task performance, and they also seek cognitive or emotional recognition from others.
(2) The Relationship Between Intrinsic Motivation and Task Performance: the Moderating Effect of Expertise
　　This study found that when employees perceive the motivation to learn at work, this will inspire intrinsic motivation among said employees. Therefore, when managers have high levels of expertise, they are more capable of guiding employees to higher levels of competence or providing valuable advice, thus enhancing the positive relationship between intrinsic motivation and task performance. Conversely, when managers have low levels of expertise, even if intrinsic motivation is present, it is challenging for employees to obtain useful advice and so the relationship between intrinsic motivation and task performance will be weakened.
(3) The Relationship Between Extrinsic Motivation and Task Performance: the Moderating Effect of Physical Attractiveness
　　This study found that when a manager has a high level of physical attractiveness, employees’ extrinsic motivation and task performance are strengthened. This is because employees perceive the manager as having a high social status and good interpersonal relationships in the organization as a result of their appearance, which, through association with the manager, can enhance their own reputation and consequently improve their job performance. However, when a manager lacks a high level of physical attractiveness, although extrinsic motivation in employees is not weakened, it will not be strengthened either.
Practical Management Contributions
This study confirms that a manager's expertise and physical attractiveness, together with intrinsic and extrinsic motivation, significantly influence employees' task performance. By setting intrinsic and extrinsic motivation as independent variables and expertise and physical attractiveness as moderator variables, this study examines the influence of manager expertise and physical attractiveness on employee task performance. The findings demonstrate that the manager’s expertise moderates the positive relationship between intrinsic motivation and task performance. Employees are motivated to improve their task performance by seeking self-improvement opportunities, and will thus select jobs and managers based on the manager’s expertise, including academic qualifications, experience, and performance. Consequently, higher levels of expertise among managers leads to greater motivation among employees to enhance their task performance. Additionally, the manager's physical attractiveness moderates the positive relationship between employees’ extrinsic motivation and task performance. As people are naturally drawn to beauty, the physical attractiveness of one’s manager can also have a certain appeal to employees. Praise from a manager with an attractive appearance motivates employees to enhance their performance; employees are also influenced by the manager to make self-improvements in aspects of appearance such as attire. When employees receive praise for such self-improvements, they are further motivated to enhance their task performance.


Limitations and Recommendations for Future Research
[bookmark: _Toc132477550](1) Limitations in the Sample Source
　　48.9% of the respondents fell within the age range of 19 to 23 years old, indicating a high concentration in the sample background. It is recommended that future studies incorporate cross-generational variables to collect samples from various age groups, thus exploring the influence of intrinsic and extrinsic motivation on work performance across different age demographics.
(2) Diversifying Response Times
　　The research design for this study involved respondents completing the questionnaire during working hours, which may have induced stress to complete the survey more quickly. It is suggested that future research allows respondents to complete questionnaire outside of work hours to alleviate any stress felt during the response time.
(3) Recommendations
　　Respondents’ email addresses provided during the first phase of the survey were used as the method of delivery for the second phase. However, some respondents may have entered their email addresses incorrectly or misinterpreted the coding rules, resulting in incomplete pairing of data between the two phases. Therefore, it is recommended that future research meticulously plans the questionnaire coding and distribution channels to facilitate smoother questionnaire recovery, thereby obtaining more comprehensive research data.
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