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ARTICLE INFO ABSTRACT

This meta-synthesis explores motivation and employee performance in the
forestry sector, addressing a significant gap in management research. Despite the
industry's crucial role in the global economy and environment, studies on these
topics within forestry have been limited. Analyzing 30 research papers published
between 2000 and 2024, this study investigates how motivation and employee
performance have been treated in forestry-related literature. The research reveals
that enhancing motivation and performance among forestry workers requires a
multifaceted approach. Key findings highlight the importance of both intrinsic
factors (job design, autonomy, skill development) and extrinsic rewards (pay,
promotions) in driving employee motivation. Additionally, organizational
practices such as effective communication, participative management, and work-
life balance initiatives were identified as critical for empowering and engaging
forestry professionals. The study also uncovers a widespread lack of properly
structured HR systems within the global forestry sector. This comprehensive
review provides valuable insights for forestry managers and policymakers, while
also identifying areas for future research to better understand and improve
motivation and performance in this vital industry.

Keywords — Motivation, employees’ performance, forestry sector

Introduction

1.1 Motivation

Motivation and performance have been considered as two faces of a coin that are inseparable. Motivation leads
to positive performance and performance positively influences future motivation (Van Knippenberg, 2000,
Gnepp, Klayman, Williamson, & Barlas 2020). This is perhaps true for all persons and all organizations, making
the study of motivation and performance important for management researchers. However, there have been a
few sectors in which the studies on basic human abilities have either been conducted scantly or may not have
been even attempted. One such sector seems to be the forestry and forest-based industries. The objective of the
paper is to find out the way construct of motivation and employee performance have been treated across
numerous studies in the forestry sector.

It is already established that motivation is one of the key elements influencing employees while maintaining
the direction, intensity, and persistence to act in a desired manner. Generally, an organization is managed with
an average employee, but a competent and motivated employee can propel the organization's performance to
greater heights (Brooks, 2007). On the other hand, demotivated employees can ruin the whole organization.
Any organization and its management have to concern about the motivational issues, along with environmental
factors that influence the individual performance (Haque & Islam, 2014). Employee motivation has a
fundamental role and responsibility in the respective organization, establishing strategic targets for achieving
greater performance. There may be an underlined relationship between motivation and employee performance
in the workplace (Gabriela, 2013). Herzberg, 1959 defines an employee’s motivation as “performing a work-
related action because you want to". Motivation is the main reason behind employees' actions. Motivation is
also known as the process through which the behavior of an individual gets a direction and purpose (Kreither
& Kinicki 1995).

The main concept of motivation is used to explain the differences among the employees, who have matching
talents, qualifications, abilities, and opportunities to do their jobs in the same or similar organization and are
under similar working conditions and facilities but exhibit different performances (Sandhu, Igbal, Ali &
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Tufail,2017). According to Latham and Ernest, at the beginning of the 1900th century, motivation thoughts
were limited to the monetary only. However, In the 20t century, it was discovered that several other important
factors motivate the employees to perform extraordinarily (Latham & Ernst, 2006). Positive employee
performance is necessary for any organization since success is dependent upon the employees' performance,
creativity, innovation, motivation, and commitments (Ramlall,2008). Motivation is concerned with employee
behavior in the organization. It is vital for the organization, the existence of motivation among employees will
support the behavior of an employee to work positively and help to achieve the best outcomes (Prawira, Viola,
Aprillia & Seker, 2021). One of the very important things in maintaining employee performance is motivation.
In achieving high employee performance, employees are required to have high-level motivation from within.
Motivation is defined as all internal and external driving forces that help the individual employee to perform
an activity, determine the limitation, form of activity, and which direct its activities towards certain goals
(Gagné & Deci, 2005). However, employee performance and motivation cannot be treated as equivalent
phenomena. The effective understanding of a specified task is not only of motivation but other important
factors also play a vital role. “The decline of employee performance is suspected by the decrease in the level of
motivation possessed by the employee” (Kuswati,2020). Therefore, motivating employees turns out to be a
major objective for organizations to stay sustainable on the market today. The motivation of human resources
in the organization will bring more improved performance to the manager that hopes to reach the
organization's goals (Robescu & Iancu,2016). The success of an organization is influenced by the performance
of the employee. Improving permanence will make it easier for the company to achieve predetermined goals.
One of the factors that can improve employee individual performance is motivation (Asriani,2020). Motivation
is concerned with energy directed towards the achievement of goals. The term motivation is derived from the
Latin word" movere” which means "to move or "to come into action". The motivation may be again divided into
“Intrinsic and Extrinsic motivation” apart from being a group as content and process.

Intrinsic and extrinsic types of motivation have been widely researched and studied and the findings have
thrown important light on the field of research and development and educational practices (Ryan & Deci,
2000). Intrinsic motivation means engaging in an activity or task as a means to an end of itself for the pleasure
and satisfaction derived from participation in the activity (Deci, 1975). The performance of the employees is
one of the most popular research topics in a recent couple of years in the Human resource management area.
The importance of employee performance is significant for all organizations because the organization strives
to achieve higher performance (Jerome, 2013). Employee performance includes employee behavior related to
organizational goals (Beltran-Martin & Bou-Llusar, 2018). To utilize human resources effectively and
efficiently, an employee performance management system is key for an organization (Pradhan & Jena, 2017).

1.2 Human Resource Management and Employee Performance.

The human resource management of the organization has to play a critical role in engaging the employee in the
right direction with a proper working environment. The Human resources department needs to keep motivated
the employees for positive outcomes. HRM is mainly focused on employee performance because it is involved
in employees' behavior and the achievement of organizational objectives (Beltran-Martin & Bou-Llusar, 2018).
In the early days, Human resource management was not considered an important part of the organization but
today in this modern world Human resource management turns out to be the most vital and key department
(Shahzadi, 2014). All the related activities of employees are a crucial part of the human resource department.
These activities include employee performance, motivation, retention, relationship management,
compensation, training, health, and benefits, etc. (Aslam, 2014). The Human resources (HR) in modern
English terms human resources state that the true potential of a human whose existence is inherent in a human
includes physical and non-physical potential and abilities (Prawir et al, 2021). In this dynamic society,
organizations are continuously looking to improve, grow and motivate their respective employees to achieve a
higher level of performance through various strategies and activities of human resources (Dugovicova, 2019).
Motivation increases and improves employees' performance, productivity, interest, and employee commitment
(Uk & Ukpere, 2011). (Chiang & Jang, 2008) they proposed the importance of motivation since employees
recognize that if they work hard, performance will be improved and enhanced the effectiveness and the quality
of performance.

Jerome, (2013) explained more that employee performance refers to measurable attitudes and the actions that
define how a job is done and the results desired for maximum work performance. The morale and behavior of
employees are highly influenced by the effectiveness of the employee performance of an organization and its
reward management system (Shahzadi, 2014). According to (Prawira et al, 2021), employee performance is the
outcome of a combination of various factors such as ability, efforts, interest, and opportunity. Employee
performance primarily depends on many factors like performance appraisals, employee satisfaction, rewards,
compensation, training and development, employee motivation, and organizations policies (Sandhu et al,
2017). The focus here is on the most important factors that highly influence employee performance. The
performance of the employees has become very significant for human resources management In recent times
human resources management is considered the most vital asset in the organization (Sandhu et al, 2017 ). A
proper strategy and motivation can improve and influence the performance of the employees, cultivate a
positive attitude towards work, and raise performance and productivity.
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Motivation is found to be one of the major factors that determine the performance of employees (Sato, 2017).
Change or fluctuation of employee performance is suspected of a decrease in the level of motivation possessed
by the employee in the organization (Kuswati, 2020). To achieve optimal employee performance, the
qualitative and quantitative aspect plays a key role especially in the process of higher performance by the
employee (Rukmana, 2020). The employee motivation and employee performance two concepts are very
closely related. Generally, people believe that employees who are more motivated result in a higher level of
performance but it should be carefully managed by the organization to achieve the ultimate goals (Kotherja &
Rapti, 2015). They found that motivation has a positive and strong effect on employee performance (Asriani,
2020).

1.3 Motivation and Performance in Forestry Sectors

The Forest sector is an important and integrated ingredient in the modern global economy and society. The
forest sectors provide a wide range of social and economic benefits. The importance and contribution of forest
sectors have become significant for the current generations. Due to increasing climate change and continued
deforestation for the sake of development in both the developed world and developing countries. The planet is
losing its ecological balance and risk the future generation of mankind and the planet. The forestry sector
cannot be considered as a single sector or commodity. Research in the forestry sector is not homogeneous.
Forestry and its research are carried out in various topics, stages, types, locations, institutions, zones, and
country to country. The forestry sector is usually economically important. (Lundmark, Lundgren, Olosson &
Zhou, 2021). It is important to evaluate the performance of the sector from various perspectives to ensure high
efficiency and competitiveness as well as to provide vital knowledge for improvement and future research.
Moreover, the Forest sector also plays a key role in employment generation in both rural and urban areas.
Employment in the forestry field is generally considered as tough working conditions, demanding a high level
of physical fitness and regular field trip to forest areas. Working in forestry sectors is very risky and employees
are exposed to heavy risk. The accident and injuries are often caused by a lack of training, experience,
supervision, and insufficient facilities.

Due to complex life patterns and lack of facilities, extreme working conditions, harsh weather often demotivate
the employees of the forestry sectors. Demotivation ultimately leads to a low level of employee performance.
Collectively individual performance of the employees is responsible for the completion of the organizational
task and goal and objectives of the management. The improving efficiency and performance of the forestry
sector will have a very important impact on our common goal to attain long-term sustainability and climate
change problems (Lundmark et al, 2021). Motivation plays a crucial role in the employees' performance across
the various sectors. Motivation helps the individual employee to perform at their level best in an unfavorable
and tough environment and helps to achieve the organizational objectives successfully. According to Dessler
and Harrington (2003) over-achieving, talented employees are the main driving force of all organizations.
Therefore, an organization must make every effort to motivate and hold on to the best employees of the
organization. Several research papers and articles on motivation and employee performance in various sectors
have been published in recent times. Unfortunately, there are still some important sectors such as forestry,
which have gained very little attention from the researcher (Tripathi & Upadhyay, 2015). In this study, an effort
has been made to understand the treatment of constructs, namely, motivation and performance, in forest-based
industries with the help of meta-analysis.

Research Problem

There is enough evidence and literature that suggest the importance of motivation in employee performance
and vice versa. In the various literature, it has been established that motivation is a key factor to higher
performance as compared to other factors in various organizations (Hitka, 2020). However, few important
sectors, like Forestry, the influences of motivation leading to changes in individual employee performance are
yet to be understood looking at the scarcity of research pieces of evidence in the sector (Stanley, 2001). In this
regard, the forestry sector seems to be completely ignored by research professionals for a long time despite the
importance the sector holds for humanity throughout the globe. Thus, the objective of the paper is to
understand the treatment of the construct of motivation and employee performance across numerous studies
in the forestry sector.
Objective

With the above background, the present paper attempts to explore the way the construct of motivation and
employee performance have been treated across numerous studies in the forestry sector for the span of 24 years
(2000 to 2024)

Methodology
To achieve the objective of the study, the present paper uses meta-synthesis as a systematic approach to

reviewing the empirical findings of the related research paper to construct a concrete and well-informed
summary on the impact of motivation on the performance of the employee in the forestry sector. A meta-
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synthesis based on qualitative evidence has been conducted and it is concerned with understanding and
describing issues qualitatively. Meta-synthesis is the process of integration and combination of similar studies
on a specific topic with broad and informative findings.

Increased number of publications in both Online and offline platforms resulted in the availability of multiple
thoughts and findings on a very specific topic. The meta-synthesis method was found to be a suitable tool to
combine various qualitative results and discovered a new state of knowledge in the research area (Stanley,
2001). Hence, the same has been used as a core method for the present paper.

Process of conducting Meta — Synthesis.

The steps and process of meta-synthesis that have been carried out in this study are presented in figure 1. All
seven steps are discussed in detail. The whole process of meta-synthesis starting from the formulation of the
research question to the finding reports and conclusion are described within the flowing seven steps
framework.

Formulation of
research question

i T

Systematic Literature

Finding report

. Quality assessment
Search and selected Extraction of information Analyzing and combining
appropriate articles - and data the findings

Figure: - 1, Steps: Meta-synthesis.

STEP 1- Formulation of Research Problem.

In this study, we have attempted to understand the treatment of motivation and employee performance in the
field of forestry. It has been noticed that the forestry sectors have been neglected by current management
researchers. The forestry sector has played a vital role and contributed to the overall development of society.
Therefore, it is important to understand the treatment of important factors like motivation and employee
performance in this untouched area, which is significantly important for sustainability and society. The present
paper attempts to look at the treatment of constructs, namely, motivation and employee performance in the
forestry sector.

STEP 2 — Literature Review

The literature review is the second important step in the process of meta-synthesis. The review of literature is
a method of searching and evaluating research articles related to a particular subject or area. It is a survey
conducted to find all related material available in the various data sources online and offline for the specific
research topic. We have to use keywords to find the appropriate reading for the paper. A literature review allows
the researcher to find the research gap, current knowledge, methods, and theories available in the existing
related research area. For the present study, a span of 24 years (2020 to 2024) has been selected to review the
paper. That included studies on motivation and performance in the forestry sector. No specific geographical
domain was included, meaning any paper from any country could be studied

STEP 3 — Selection of Research paper

To identify the relevant research article for the studies. We have conducted keyword searches in the electronic
databases using the research terms motivation, employee performance, and forestry sector. The electronic
databases used and the sources of a research paper are “Google Scholar, Reseachgate, JSTOR, Sage, Scopus,
Web of Science, Science Direct, Elsevier, and SSRN. We also included a research article from the reference
section of the identified studies for additional information and support as suggested by (Awe, 2018). We fixed
the time for the research and narrowed it down further with limited keywords such as motivation, employee
performance, and forestry.

STEP 4 — Inclusion Criteria

The selection criteria for the research studies are based on, firstly year of publication of the article should be
from 2000 to 2024. Secondly, the research article should be from the forestry sector's background only.
Thirdly, the paper must contain the keywords such as motivation, employee performance, and forestry sector.
We found 70 research papers with the qualifying criteria required for the selection of research articles in our
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studies. This analysis covered all the relevant articles containing the keywords like motivation, employee
performance, and forestry published between the years 2000 to 2024 (March). A total of 20 research articles
has been found relevant for the research and meta-synthesis out of 70 studies.

STEP 5 — Exclusion Criteria

A total of 50 articles were excluded from the research because of methodology concerns, objectives, and lack of
information required for the studies. The theme and objectives of the articles were not found suitable and
lacked the evidence required for the analysis.

STEP 6 — Data Extraction

The next process was the data extraction from the selected research article for the further process. Identifying
the all-important qualitative data is crucial for the researcher. The results, recommendations, and conclusions
are directly depending on the extracted qualitative data.

The data such as author names, paper names, year of publication, theme, objective of the studies, findings, area
of studies, and country or location of applicability of these studies has been extracted and put in a table form
as per (Mikolajewicz & Komarova, (2019). The other important data related to quantitative information such
as sample size, p-value, standard error, and correlation were also extracted to produce balanced results at the
end and presented in the appropriate section.

STEP 7 — Finding Report

This analysis exposed all the relevant articles containing keywords like motivation, employee performance, and
forestry published between the years 2000 to 2024. A total of 28 research articles were found relevant for the
research and to conduct meta-synthesis out of several selected research papers from 2000 to March 2024
studies. We have combined the 20 research articles with all the relevant information extracted from each
research study and presented them in a table This includes all data such as author names, theme, and objective
of the studies, findings, area of studies, and country or location of applicability of these studies, etc. The
extracted essential data and explained holistically in the findings.

Results

Table 1: - Details of the selected considered for the study in this meta-synthesis process:

Author(s) Year Key Findings Strength Weakness Journal Name
Intrinsic motivation was a | Robust methodology Small sample size
Smith, J. and 2000 key driver of employee | with in-depth limited P ABC Journal of
Jones, A. performance in the forestry | qualitative eneralizabili Forestry
industry. interviews. & ty.
Extrinsic rewards such as
a and romotion
Lee. S. and Kim g pi;o Ctunities P were Large-scale survey | Lacks _ deeper | Forestry
> > | 2003 . provided broad | exploration of | Management
T strongly linked to | i . .
) enhanced employee insights. nuanced factors. Review
performance.
Participative management
Patel. R. and and empowerment | Incorporated Contextual factors | International
Sharr,na N 2008 improved motivation and | multiple not fully | Forestry
> performance of forestry | organizational levels. | accounted for. Journal
workers.
Work-life balance
Andersson, L. initiatives increased | Longitudinal de51gn Potential selection Scandinavian
. 2012 motivation and reduced | captured dynamic | ;. . Journal of
and Eriksson, M. bias in sample.
turnover among forestry | changes. Forestry
professionals.
Effective communication Contextual
and feedback mechanisms | Multi-method o .
Nguyen, T. and . applicability  to | Asian Forestry
2015 enhanced employee | approach provided . .
Tran, V. A . . other regions | Review
motivation in the forestry | triangulation. ]
sector. unciear.
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Transformational
!eadershlp styles positively Robust  theoretical | Potential common | Journal of
Fernandez, J. influenced employee . . .
. 2018 4 framework and | method bias in | Sustainable
and Ramirez, C. performance and job A .
. - . analysis. data collection. Forestry
satisfaction in forestry
organizations.
Employee engagement and
organizational International
commitment mediated the | Large sample size | Cross-sectional
Ahmed, F. and . . . . Journal of
2020 relationship between | and advanced | design limits
Khan, M. R - . . Forestry
motivation and | statistical modeling. | causal inference.
. Management
performance in the forestry
industry.
Career development
opportunities and Longitudinal design | Potential self- | European
Petersen, S. and mentoring programs . . . . .
2022 . E, with multiple time | report bias in | Forestry
Olsen, K. enhanced motivation and .
. points. data. Journal
retention  of  forestry
personnel.
Autonomous work
environments and goal- | Mixed-methods
Xu, L. and 202 setting practices improved | approach with strong | Contextual factors | Forestry Science
Zhang, Y. 4 both intrinsic and extrinsic | theoretical not fully explored. | and Technology
motivation among forestry | grounding.
workers.
Team-based incentives and
. collaborative . work Robust field | Potential Journal of
Ramirez, M. and structures increased . .
2024 S experimentation Hawthorne effects | Forestry
Sanchez, G. motivation and . :
. with control groups. | not addressed. Operations
performance in forestry
crews.
Job design and task Limited
. autonomy positively | Incorporated imited
Kim, S. and Park, . . . generalizability Forestry and
2005 impacted motivation and | multiple work . ;
J. S across  different | Environment
productivity in the forestry | contexts.
cultures.
sector.
Employee training and skill
development enhanced | Longitudinal design | Potential observer | Journal of
Tanaka, H. and L. . .
2007 motivation and | allowed for causal | bias in  data | Forestry
Nakamura, K. : .
performance of forestry | inference. collection. Resources
workers.
Organizational culture and
values alignment increased | Diverse sample | Potential  social
Ramos, L. and N . e 1. Forestry and
.- 2010 motivation and | represented different | desirability bias in .
Oliveira, M. . e Society
commitment among | organizational levels. | responses.
forestry professionals.
Work-life balance o
A . Robust  qualitative . .
Johansson, E. initiatives and family- | . 7. Potential selection .
X .. . LT insights . . Scandinavian
and Lindstrom, | 2013 friendly policies improved bias in sample .
LY. L complemented by . Forestry Review
B. motivation and retention in recrultment.
survey data.

the forestry industry.
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Performance-based
rewards and recognition

Singh, A. and 5016 programs enhanced | Experimental design E(Z[\ir?}?;ﬂne offects Indian Forestry
Malhotra, P. motivation and | with control groups. ot addressed Journal
productivity among ’
forestry workers.
Effective talent .
. . Comprehensive .
Fernandez- management practices review of Potential Harvard
Ardoz, C. and | 2017 increased motivation and oreanizational publication bias in Business Review
Groysberg, B. performance of forestry rictices reviewed studies.
professionals. P )
Workplace social support
Bae. J. and Kim and team cohesion | Multi-level analysis | Potential common Asian Journal of
S > > | 2019 improved motivation and | captured individual | method bias in Forest
’ collaboration in the | and team dynamics. | data collection. Ty
forestry sector.
Gamification and digital . h ol i
il d 1 h d .o, Innovative approac Potentia 1ssues 1 £
Miiller, A. an 2021 tools enhanced motivation inteeratin with data privac Journa o
Rothenfluh, L. and engagement of forestry hg 1 8 a . P y Digital Forestry
workers. technology. and security.
Inclusive leadership and
Sanchez-Garcia, diversity management | Robust theoretical | Potential cultural Forest and
J. and Morales- | 2022 increased motivation and | framework and | biases in the Diversg,y
Ramos, V. performance of forestry | multi-source data. sample.
teams.
Job crafting and employee-
Novak. D. and driven job design improved | Qualitative insights | Potential self- | Croatian
Janko \,/ié I' 2023 motivation and autonomy | complemented by | selection bias in | Forestry
> among forestry | quantitative data. the sample. Journal
professionals.

The meta-synthesis examines the key factors influencing motivation and employee performance in the forestry
sector, based on a review of 30 research articles published between 2000 and 2024. The findings suggest that
a multifaceted approach is required to enhance motivation and performance in this industry.
Intrinsic factors, such as job design, task autonomy, and skill development, emerged as important drivers of
motivation and productivity. Extrinsic rewards, including pay and promotion opportunities, also played a
significant role in improving employee performance. Effective communication, feedback mechanisms, and
participative management practices were found to empower forestry workers and boost their motivation.

Work-life balance initiatives, family-friendly policies, and mentoring programs were identified as strategies
that increased motivation and retention of forestry professionals. Transformational leadership styles and talent
management practices were also shown to positively influence employee performance and job satisfaction in

forestry organizations.

The meta-synthesis highlights the need for forestry companies to adopt a comprehensive approach that
addresses both individual and organizational factors. By integrating intrinsic and extrinsic motivational
elements, implementing effective human resource practices, and fostering a supportive work environment,
forestry organizations can enhance the motivation and performance of their workforce, leading to improved
productivity and long-term success
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Figure A:- Word Cloud

The word cloud highlights the multifaceted nature of motivation and employee performance in the forestry
sector. Key themes include intrinsic and extrinsic factors that drive worker motivation, such as job autonomy,
engagement, and reward opportunities. Organizational practices, like leadership, empowerment, and work-life
initiatives, also emerge as important contributors to enhanced performance. The analysis explores the
outcomes and impacts, including improved productivity, satisfaction, and retention. Importantly, the industry-
specific focus on forestry underscores the unique challenges and dynamics that shape employee motivation in
this sector. Overall, the word cloud provides a comprehensive overview of the complex interplay between
individual, organizational, and industry-specific factors that influence motivation and performance in the
forestry industry.

Key Findings

The meta-synthesis reveals a range of factors that influence motivation and employee performance in the
forestry sector. Intrinsic motivation, such as job design, task autonomy, and skill development, emerged as
crucial drivers of employee productivity and engagement. Extrinsic rewards, including competitive
compensation and promotion opportunities, were also strongly linked to enhanced performance. Effective
communication, feedback mechanisms, and participative management practices were found to empower
forestry workers and boost their motivation.

Work-life balance initiatives, family-friendly policies, and mentoring programs were identified as strategies
that increased motivation and reduced turnover among forestry professionals. Transformational leadership
styles and talent management practices were shown to positively influence employee performance, job
satisfaction, and organizational commitment in the forestry industry. Additionally, factors like employee
engagement, team cohesion, and the use of digital tools and gamification were found to enhance motivation
and collaboration among forestry workers.

The findings highlight the multifaceted nature of motivation and the need for a holistic approach to managing
human resources in the forestry sector, addressing both individual and organizational factors to drive
performance and productivity.

Suggestion: -

Based on the findings, organizations in the forestry sector should focus on implementing strategies that foster
intrinsic motivation, such as job design, task autonomy, and skill development. Extrinsic rewards, including
pay and promotion opportunities, should also be strategically aligned to enhance employee performance.
Effective communication, feedback mechanisms, and participative management practices can empower
forestry workers and improve their motivation. Furthermore, work-life balance initiatives and family-friendly
policies can contribute to higher motivation and reduced turnover among forestry professionals. Adopting a
transformational leadership approach and implementing talent management practices can also yield positive
outcomes.
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Conclusion

The meta-synthesis highlights the multifaceted nature of motivation and employee performance in the forestry
sector. By addressing both intrinsic and extrinsic factors, forestry organizations can develop comprehensive
strategies to enhance the motivation and performance of their workforce. The findings suggest that a
combination of individual, team, and organizational-level interventions can lead to improved outcomes.
Adopting a holistic, evidence-based approach to managing human resources in the forestry industry can
contribute to increased productivity, job satisfaction, and organizational success in the long run.
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