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Abstract
The purpose of this study is to find out the effects of motivational 
factors on the employees’ job satisfaction and employee’s behavior. 
Satisfied employees can increase organizational performance. 
Questionnaire methodology was used to conduct research. Out 
of the 250 employees working the school, 100 were selected 
as sample. Convenience sampling technique was used to select 
sample. The results of the study show that both intrinsic and 
extrinsic factors of motivation positively affect the level of job 
satisfaction of teachers working in District Public School Okara. 
Management should give more attention towards employees’ 
advancement in career. The research is important to develop a 
literature about teachers working in schools.

Keywords
Motivation, Job Performance, Organizational Performance, 
Hygiene Factors

I. Introduction
Motivation has a strong influence on how well you do your job. 
It is quite true that “you can do anything you want to do” because 
wanting makes the necessary work easy. There are two types of 
motivation, intrinsic motivation and extrinsic motivation. Intrinsic 
motivation is a motivation that exists within individual, such as 
enjoyment and interest in the task itself. Extrinsic motivation is 
outside the individuals, such as money and grades [1]. Teachers 
could be motivated and tried to realize them, the objectives of 
their hiring at school. Their motivation at schools can be analyzed 
through their task setting a definite time limit and evaluating their 
success and failure. Therefore motivation leads to do something. 
Motivation is a force used with in educational system to encourage 
students learning and understanding.
Job satisfaction is an affective or emotional response towards 
various facts of one’s job. This definition means job satisfaction 
is not a unitary concept rather, a person can be relatively satisfied 
with one aspect of his job and dissatisfied with one or more 
other aspects. Teachers normally satisfied with supervisor, job 
variety, closure, compensation and co-workers but not satisfied 
with management policies [2]. Job satisfaction is the same as job 
attitudes, that is, the way an employee feels about a job outcome 
(pleasant or unpleasant plus future expectations). It involves 
an individual’s evaluation of different aspects of the job. The 
employees’ satisfaction is affected by incentives and eventually 
turns into organizational performance [3]. It looks that employees 
must be satisfied with all factors of work environment, work 
motivation [4] and there should be no work life conflict because 
it will disturb the performance of employees [5]. The other issue 
is the employees working in public and private organization may 
also have different types of motivational factors but there was no 
significant difference between the employees working in private 
and public banks [6]. 
This study is conducted to see the effects of motivational and 
Hygiene factors of Herzberg on job satisfaction. This study is 
conducted in school to see whether they are affected by these 

intrinsic and extrinsic factors. 

II. Literature Review
There is a great debate on the topic of job satisfaction. The 
Herzberg theory of motivation is used to debate on this topic. 
Moreover different motivational techniques also discuss how to 
increase motivation.

A. Herzberg Theory of Motivation
In 1959, Herzberg published a book “The motivation to Work”. In 
this book he debates on job satisfaction. This book was based on 
interviews conducted with engineers and accountants. According 
to situation, he divided work dimensions in two elements: a) 
Motivators b) Hygiene factors. Motivators are positive feelings 
about job for example, achievement, responsibility, recognition 
and growth. Hygiene factors were considered as negative 
feelings about job satisfaction, for example; bad safety measures, 
relationship with co-workers, salary problems, status, working 
environment, administration of company and its policy. Herzberg 
stated that hygiene factors deal with external context of work and 
motivators deal with internal mind set.

1. Motivators (Intrinsic Factors)
Employee recognition means the identification of an employee’s 
task. Work itself is a motivational device usually has dependent 
on internal motivational factors concerning the type of work 
employees engage and their personal beliefs about the work they 
perform. An advancement opportunity is the possibility that you 
could move up in the company. You will feel motivated when 
you are promoted by boss. Professional growth includes formal 
and informal means of assisting employees to acquire new skills 
and understanding the contents of the job. Responsibility means 
the burden of obligation on one who is responsible. If enough 
responsibilities are provided to employees, they can show high 
job satisfaction. Good feelings mean positive feelings about job 
[1].

2. Hygiene Factors (Extrinsic Factors)
Effective senior management is very important as senior 
management is responsible for overall growth and development of 
business. Supervisor is the middle management who has to manage 
the subordinates and to give report to senior management. Good 
relationships with coworkers or peers also play an important role 
in providing job satisfaction. Salary and benefits also play a vital 
role in satisfaction of employees towards job. Core values of an 
organization are those values we hold which form the foundation 
on which we perform work and conduct ourselves. Core values 
are not description of the work we do or the strategies we use to 
accomplish our mission but these are the ways to interact with 
each other and which strategy can be used to fulfill our mission. 
Job security is the probability that individual will keep his or her 
job. It can increase satisfaction level in a way that if employee 
feels that he will not lose the job in certain circumstances he will 
feel satisfaction [1].
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B. Job Satisfaction
In organizational perspective job satisfaction is an important 
element. Job satisfaction is ones feeling or mindset regarding the 
nature of their work. Job satisfaction can be influenced by a variety 
of factors such as quality of ones relationship with their supervisor, 
the quality of physical environment in which they work, the degree 
of fulfillment in their work, etc. Rewards like earnings of job, 
incentive payment, promotion, appreciation and opportunities 
will increase job satisfaction [7]. Opportunity for professional 
development is the biggest determinant to differentiate between 
satisfied and non- satisfied employees [8]. Pensions and profit 
sharing plans are positively associated with the job satisfaction 
[9]. 

C. Motivation and Employee’s Job Satisfaction
Satisfaction with salary, total work hours, and coworkers support 
affected the level of stress and satisfaction [10]. Also freedom 
and flexibility in work would have resulted in greater job 
satisfaction. Satisfaction is best predicted by work stress caused 
by interpersonal relationships and teamwork [11]. They found that 
teamwork has a positive relationship with satisfaction and work 
stress by interpersonal relationships has a negative impact on 
satisfaction.  Salary, social status, advancement, ability utilization, 
administrative-employees relationship, creativity, security are the 
main factors that determine job satisfaction amongst education 
sector employees. Teachers are the role models for students so if 
they feel motivated and satisfied then they can positively affect 
the students and organization as well [12].

III. Theoretical Framework
The theoretical framework of study is to see the effects of Herzberg’s 
intrinsic and extrinsic factors on job satisfaction of the employees 
working in District Public School Okara. Motivational factors and 
hygiene factors are independent variables and job satisfaction is 
a dependent variable.
Hypotheses 
On the bases of previous literature review, there are two hypotheses 
statements for this paper. These are as follow.
H1:  Is there any relationship between intrinsic motivation factors 
and employee job satisfaction. 
H2: Is there any relationship between extrinsic motivation factors 
and employee job satisfaction.

IV. Methodology
Research is conducted by using questionnaire method. All the 
factors covered in the questionnaire that is related to the motivation 
and employee job satisfaction. Questionnaire was developed 
on Liker scale. The range of this questionnaire scale is 1 to 5. 
250 teachers working in District Public School Okara were 
population of our study. 100 teachers were selected as sample using 
convenience sampling technique. Questionnaire were distributed 
and collected personally from the teachers. SPSS was used to 
analyze the results.

V. Findings and Data Analysis
The followings are the results generated from the data collected 
through questionnaire.

Table 1: Demographic Factors
Frequency Valid percent

Age 25-30 Years 16 32
31-35 Years 19 38
36-40 Years 08 16
Above 40 07 14

Gender Male 36 72
Female 14 28

Qualification Bachelor 09 18
Masters 34 68
M. Phil 07 14

Table 1 show about the demographic factors of the sample. The 
age of sample is 25-40 years and most of the sample falls in age 
between 25-35 years. It means teachers in the District Public 
School (DPS) are quite young. 72% of the sample consists of 
male respondents and 28% is female. Most of sample has taken 
the degree of masters in different fields and 14% sample has 
obtained M. Phil degree. Descriptive statistics is used to see the 
motivation level of the sample. 

Table 2: Employees’ Satisfaction Variables

Variables
Strongly 
Disagree 
%

Disagree
%

Neutral
%

Agree
%

Strongly 
Agree %

Satisfied with 
job 4 10 14 32 40

Satisfied with 
training 4 10 18 50 18

Satisfied with 
pay 8 6 28 46 12

Satisfied with 
workload 4 8 13 63 12

Satisfied with 
job timing 10 6 20 34 30

Recognition in 
job 8 6 20 58 8

Opportunities 
for 
advancement

10 10 20 38 22

Profession 
growth 8 16 12 16 48

Responsibilities 8 12 28 38 14

Feelings about 
organization 4 12 20 22 42

Efficient senior 
management 12 8 18 28 34

Effective 
Supervisor 8 8 22 44 18

Good 
relationship 
with co-workers

6 10 22 42 20

Satisfied with 
benefits 4 12 26 28 30

Satisfied with 
job security 12 10 24 16 38

Table 2 show the employees’ satisfaction variables used in 
the study. Most of employees are agree or strongly agree with 
their job. When employees will be more satisfied, they will be 
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committed with their job responsibilities and perform well in the 
organization. Most of employees are agreed with satisfaction with 
job, satisfaction with workload, recognition in job, opportunities 
for future advancement, profession growth and feelings about 
organization.  

Table 3: Percentage of Employees’ Satisfaction Items in 
Questionnaire

Items Percentage of employees’ 
satisfaction

Satisfied with job 86%
Satisfied with training 86%
Satisfied with pay 86%
Satisfied with workload 88%
Satisfied with job timing 84%
Recognition in job 86%
Opportunities for 
advancement 80%

Profession growth 76%
Responsibilities 80%
Feelings about organization 84%
Efficient senior 
management 80%

Effective Supervisor 84%
Good relationship with co-
workers 84%

Satisfied with benefits 84%
Satisfied with job security 78%

Table 3 shows the overall percentage of employees’ satisfaction 
about the items included in the questionnaire. Employees’ 
satisfaction with most of questions is more than 80 percent that 
shows their level of satisfaction with job. The employees are 
satisfied with opportunities for advancement which is similar to 
results of Taylor [7] and Penn et al., [8]. Teachers are also agreed 
to the concept of job recognition identified by Bender [9]. The 
results also support the study of Hagedorn [10] that salary, work 
load and co-workers affect the job satisfaction and as identified by 
Volkwein [11], Sonmezer [12], Ahmadi [13] and Hussain [14].

VI. Conclusion
The results of the study show that there is association between 
motivation factors and job satisfaction in DPS and employees 
working in school are mostly satisfied with motivation factors. 
Both intrinsic and extrinsic motivation factors are positively 
correlated with job satisfaction. The management should take 
more serious steps to improve motivation so that employees should 
be more satisfied with their job.
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