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Abstract:

Job satisfaction represents one of the most congrieas facing today’s managers when it comes tagiag
their employees. Many studies have demonstratednaisually large impact on the job satisfaction be t
motivation of workers,

The objective of this research was to investigate the relationship between motivation , work eomiment
and Job satisfaction

This study found through descriptive approach basethe collection and analysis of results of stadreports,
periodicals and books related to the topic of stilndy the motivation and work environment are a#red as a
most critical factor which affect on Job satisfanti

literature review and motivation theories decldnattnot all people are motivated by money that sy w
researcher devised a set of proposed guidelinegnfiiivate employees and create a satisfyingkwor
environment in order to increase their Job satigfaavithout raising their pay

Keywords: Job satisfaction , motivation , work environment.

Introduction:

Job satisfaction is a momentous concept in any warkronment so attention is paid by many reseaschiée
all talk about job satisfaction, what it means $ot0 society and to the organization. But how mafnys really
know what job satisfaction is? The sad truth ismany of us know what Job satisfaction is all about
Researchers and psychologists have spent yeassgng to find out what job satisfaction is, whatfeatts it and
what not.

Job satisfaction is an attitude that employees fabaut their work and is based on numerous factmoH)
intrinsic and extrinsic to the individual. Job sé#iction is important from the perspective of maiimihg and
retaining the appropriate employees within the oizgtion; it is about fitting the right person teetright job in
the right culture and keeping them satisfied

A simple definition of Job satisfaction " Job stdion is more an attitude, an internal statecduld, for
example, be associated with a personal feelingchfesement, either quantitative or qualitative."hefe are
different aspects to job satisfaction, some willeggwhole-heartedly to this and some will disag8®what are
the different dimensions or aspects of job satt&ia@

Individual elements — this means personality, etloca intellect, age and marital status. These viddial
elements play an important role in job satisfaction

Social elements — social elements are all thinghénsocial environment of the work place, suctwasking
relationship with colleagues, interaction and infat association with colleagues.

Cultural elements — these are a person’s belidgfgjde, values, religious elements.

Organizational elements — these are elements ljimetated to the organization like the size of tinganization,
structure of the organization, employee-employéatienships, management abilities, leadershipsegigion
and all such things are factors affecting job fation.

Environmental elements — these are elements afanfles on the environment around working, like eoan,
social, technical and even governmental or polifitiuences.

All these factors, elements or dimensions are défgrent for each individual and his or her pexgpe of job
satisfaction. One of the best ways people havézeshto get a grip on job satisfaction is to essdbthe right
kind of culture in their organizations, this isasitcalled corporate culture
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Resear ch problem

The main problem of this research that there aoé @fl variable which affect on employee job satifan,
however to what degree motivation and internal werk/ironment are combined together to achieve job
satisfaction

Resear ch objectives

by reviewing studies, reports, periodicals andksoelated to the topic of study, researcher cantity the
main objectives of this research at the followitjeatives

1- what is the meaning of internal work environment

2- what is the meaning of motivation and whattaeemain benefit of motivation theories

3- what is the meaning of job satisfaction

4-what is the relationship between Motivation apidl $atisfaction ?

5-what is the relationship between work environnard job satisfaction ?

6- researcher devised a set of proposed guidefmresnotivate employees in order to increase thieb
satisfaction

Resear ch M ethodology:
This study is descriptive based on the collectind analysis of results of studies, reportsooéals and
books related to the topic of study in order tceistigate the relationships between employee mativavork
environment and job satisfaction

Research Questions:
1 Is there a relationship between employee motinadiod job satisfaction?

2. Is there a relationship between work environmenitjab

satisfaction?

3. To what degree all these factors are interrelated

Literature Review

Job satisfaction definitions:- Job satisfactias been defined as:

A pleasurable emotional state resulting from thegraigal of one’s job (1)

An affective reaction to one’s job .(2)

An attitude towards one’s job (3)

Weiss (2002) has argued that job satisfaction isattitude but points out that researchers shouddrbl
distinguish the objects of cognitive evaluation ethiare affect (emotion), beliefs and behavioufs. ®is
definition suggests that we form attitudes towavds jobs by taking into account our feelings, oalidfs, and
our behaviors.

The satisfaction or utility that a worker receiviegem employment. Job satisfaction might result frone
working environment (friendly co-workers, suppoetiboss) or from the type of work performed (playspgrts,
creating artwork, accomplishing goals). Satisfactienerated by a job is part of the "total compgmsaan
employee receives, meaning workers with more jdisfagtion are often willing to accept a lower mtarg
wage payment.

Job satisfaction describes how content an indiVidtiavith his or her job. A person's general attéuowards
their job. the feelings or ‘affective response’ mme experiences in a job role.

Across a variety of studies, research shows thmasgisfaction is an important predictor of jobfpanance. A
happy worker is a productive worker. The job $atison-job performance relationship .(5)
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Figure 2. Imtegrarive model of the relationship berween job satisfaction and job performance.

As the above diagram shows, the relationship betwek satisfaction and job performance is compkq
likely cyclical. Studies have shown that increagell satisfaction leads to increased motivatiorhéwéoral
intentions), less apathy (low performance as wihdd), and better worker mood, all of which inceeas
efficiency and overall quality of job performance.

Motivation and job satisfaction

In order to understand job satisfaction, it is impnot to understand what motivates people at wirbtivation
can be defined in many different ways, one defnitexplains that motivation can be defined asraudtis, a
drive or incentive in this case, that drives indivls to accomplish personal and organizationallsgoa
Psychologists have long studied the aspects thdlt te job satisfaction for employees and attempgxplain
what motivates people to achieve success not onlthemselves, but for their company as well.

Many researchers agree that understanding thergatitat lead to job satisfaction is a difficult plem that is
often on the minds of management in most compaliiesrtain factors are known to motivate most geopost
of the time, then these factors could be usedeatermore employees who are satisfied with theikwad in
turn would lead to a more productive

company overall. (6).

One of the most popular motivation theories, fretiyereferred to as the hierarchy of needs theorgs
proposed in the 1940's by Abraham Maslow. AccordiogMaslow, people are motivated by their desire to
satisfy specific needs. Maslow arranged these néedserarchical order, with physiological needstha¢
bottom, followed by safety needs, social and bdlupgess needs, esteem needs, and, at the top, self-
actualization needs. In general, lower-level nemdst be substantially met before higher-level ndsetome
important (7).

regarded the first two need levels (physiologicad aafety) as lower-order needs. These needs swecalled
deficiency needs because if these needs are nppewgile may not have the opportunity to develegpidelves
both physically and physiologically. In order ta@ue people need air, water, food and protectiomfphysical
danger. Many people work in order to survive, toyile themselves with the means to guarantee theesse
and their families sufficient nourishment and petittn from harm. These survival needs are very phive
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motivators for people to go to work; people whogevizal is threatened will work in almost any kiofljob so
they can earn enough money to meet their lowerrardeds.

psychologist Frederick Herzberg is one of the lkestwn theorists regarding workplace motivation. Herg’s
two-factor theory of job satisfaction,

The key to understanding Herzberg’'s Motivation-Hyg Theory is that the factors that involve jobteoh
(motivation factors) tend to lead to job satisfawtiWhen these factors are not present on thenoikers do not
tend to be dissatisfied — they are simply are Satisfied.” Workers who are

“not satisfied” do not tend to restrict productyithey just don't get involved in their job or piatrth the extra
effort to do a good job. Workers who are “satisfipdt forth that extra effort and productivity ireases.
Factors that involve job context (hygiene factdes)d to lead to job dissatisfaction. When thesdofacare
considered good, or acceptable, workers do not tendecome “satisfied”, they simply become “not
dissatisfied.” Productivity is not restricted —i# just held at an acceptable level. When workessoe
dissatisfied with any of these factors they tendesirict output. (8).

| can summarize in the following table for theaetbr

M otivation Factors Hygiene Factors
Achievement Working Conditions
Work ltself Supervision
Responsibility Interpersonal Relations
Growth Status
Advancement Company Policies & Administration
Recognition Security

The nature of the work performed by employees heigraficant impact on their level of job satisfiact
.Internal work environment is made up of a ranfjactors, including company culture, managemeylest
hierarchies and human resources policies. Emplsggsfaction is the degree to which employees feel
personally fulfilled and content in their job rolésmployee turnover is the rate at which employeasge their
employers, whether voluntarily or involuntarily. e three distinct concepts are inseparably linkedkplace
environments greatly influence employee satisfactighich in turn directly affects employee turnovates.
Knowing how to use a positive work environmentrtorease employee satisfaction and reduce turne\aekéy
to developing a high-performance workforce. (9).

Resear cher view

| suggest that Maslow's and Herzburg's theoriesnofivation are more useful for motivation at thisé.
Maslow's theory indicates that the key to motivgtpeople is understanding that they are motivateddeds,
which are arranged in a hierarchy of importances Tirerarchy is known as Maslow’s need hierarchasidw
explains that people seek to satisfy needs abtiedt level of the hierarchy before trying to dgtizeeds on the
next higher level. Maslow believed that motivaticould be examined in terms of five sets of needs:
physiological, safety, social, esteem and selfaation. Maslow argued that as we satisfy anyheke five
sets of needs, that set becomes less importand snd motivates us less. Maslow's need hierarcbyiges
useful perspectives for understanding motivatidrhis theory of motivation inspired other researabrkvon
motivation. Herzberg introduced two-factor modélhe factors associated with positive feelings atibatjob
are called motivator factors. Motivator factors gobé characteristics such as challenge of the witsdlf,
responsibility, recognition, achievement, and adeament and growth. These factors determine whetleb is
exciting and rewarding, and they create high lewélmotivation unless other dissatisfying factors present.
Those associated with feelings of dissatisfactiencalled dissatisfying factors. These are chariatites of the
work environment outside the job but inside the pany, for example: working conditions, company gies,
supervision style, colleagues in work, salary, falrstatus.

If we see these two theories, we can say that legabdissatisfactions factors seem to fit with idass lower
level needs, while his motivating factors fit clseith Maslow's esteem and self-actualization medbth the
theories concentrate more on employee not on azghon. Maslow's concentration is all categories of
employees while Herzberg on higher and qualifieghleyees. Both theories take human factor and behalvi
factor as key to stress on.

Motivation is very important factor in the succe$sany company. Mativation is to give people whayt really
want most from work. The more the companies are tbprovide what they want, the more they shoufuket
what the companies really want. Motivation is mtran simply working hard or completing tasks. Eryplkes
can find motivation from a variety of sources. Mation will come from the enjoyment of the workeifsor
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from the desire to achieve more money or being pteth It also comes from the sense of satisfag&ined
from completing something, or achieving a succéssitcome. There are many more benefits to an @gton
of having a motivated employees.

| will write some benefits which are more impottand clear for knowing. They are following:

(1) Motivated employees are more loyal to orgdiora Loyalty give many benefits to the organizatio

(2) The productivity will also increase. Higheroductivity per employee will lead to lower unit t®f
production and so enable a firm to sell its prochict lower price. The organization will be in ketposition to
compete with other similar organizations. Also il wmaximize profit.

(3) Employees will work as tools of live advertisent. They will propagate their organizations wikiey mix
up with their fellow outside the organization. Tdwganization will have good prevailing reputati@mployees
will not be absent from their works as employeesamtent with their working with organization.

(4) Any organization having motivated employeedl wot lose the quality of products. As employeas a
motivated, they will take care of quality from thaurts. They will never compromise on quality oéguct.
(5)Staff turnover (the number of employees leavheybusiness) will be at the least. This will lovlee cost of
HRM.

Resear cher comments on literature review

By understanding the effects of different motivatitechniques, companies are able to make work a mor
exciting and interesting experience for employee&ing them more motivated and productive. Here lisief
discussion on how different motivation theories beéng used according to the situation to get tinpleyees
motivated. Taylor's theory of motivation believeaatt monetary reward is an important motivating dact
Companies apply Taylor's view of motivation to p#opvho work within narrow job confines such as on a
production line. These people are paid by compaagesrding to the amount of work.

Hierarchal Needs theory of Maslow relates motivatto a hierarchy of needs. Maslow suggests thad it
necessary to know where within the hierarchy eanpleyee is placed so that these factors can ben tate
account. Modern organizations follow the laddemaftivation given by Maslow. At the first stage pioysgical
needs, companies give people the means to acdpareatsic needs for living. The organizations amaroited
to providing a safe and healthy work environmertirdly, companies develop feeling of belonging e t
company through different measure to fulfill thecisb needs of employees. Companies organize fumstiget
together events, games, etc. This helps strengtens and enhances workers’ sense of belongingeist
needs are fulfilled by companies by trying thateamiiployees should feel that they contribute toatti@evements
of the business. Companies appreciate their extetl@ployees through different means which fuliginse of
esteem in them. Lastly, self-actualization — Congmarprovide employees with the opportunity to take
challenging and stimulating responsibilities. Alese motivate.

Elton Mayo focuses on building close relationshithwhe employees. Mayo showed that employees wesé
motivated if they worked in teams. They were alsmtivated if managers communicate and consult viighmt
more and take a greater interest in their viewgjaDizations maintain a two-way dialogue with empky
through their communication programmes. This hetps empower the workforce. Companies' award
programmes provides special recognition for whaplegees do and rewards them for how they perforhe T
suggestion from the employees helps to generatsidad improve productivity. Companies provide qeas
development planning for employees which includeigions such as study leave as part of staff ldpweent.
Consequently, they are more enthusiastic and awvuokitio work.

Two-factor Theory of Herzberg's includes motivatarsl dissatisfiers. Both are aspects of any wodepthat
give individuals job satisfaction. He believed tHatsinesses needed to minimize dissatisfiers tdlena
motivators to have their full effect. These aremaats in the workplace that could make employedspioy,
such as excessive company bureaucracy or misbetafvwioanagers. Usually, companies design to ertbateit
is perceived as a good place to work and a desimployer of choice. Awareness of motivating fexctoelps
companies to build a business that delivers caigt strong results. Other initiatives within theganization
may include: home working, part-time working, carbecaks etc. A new trend of working is flexible nking
hours between home and workplace. This is hightgpctive.

Work environment and job satisfaction

The employees are the most important asset iroatbanies. A good working environment reduces stelé,
lowers turnover rates and increases efficiency R\émvironment meanthe physical aspects of a workplace
environment can have a direct impact on the pradtict health and safety, comfort, concentrationb j
satisfaction and morale of the people within it.pbrtant factors in the work environment that shohtl
considered include building design and age, wodeliyout, workstation set-up, furniture and equept
design and quality, space, temperature, ventilatighting, noise, vibration, radiation, air quglit
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Ergonomics is the study of the relationship betwgeople, the equipment they use and the physical
environment in which they work. Applying ergononpidnciples to the design, modification and maintereaof
workplace environments, has a benefit on peopleikwerformance and short- and long-term healthsafielty.
When people are working in situations that suiirtiplysical and mental abilities, the correct fétlween the
person and the work task is accomplished. Peogléhan in the optimum situation for learning, woikiand
achieving, without adverse health consequencesingugy, illness.

By emphasizing about all previous factor whichdkted to work environment job satisfaction will ibereased
accordingly

Resear cher proposal

By exploring the link between job motivation, wogkvironment and job satisfaction researcher devisset
of proposed guidelines for motivate employeesrdento increase their Job satisfaction

1. Recognition/Attention. Recognition is the cheaapay to motivating employees but is just as effectas
incentives. Recognition as the word implies invelvecognizing and appreciating an employee's peeoce.

2- Clearly communicate departmental objectives, solitit input from your employees on what they cinto
help achieve them.

3- Involve everyone at all levels in the goal-seftand planning processes, particularly if theyrasponsible
for the results.

4- Find ways to enrich the jobs of your employegéloreasing their authority or span of control.

6- Increase the freedom in decision making. Sonestigven you pay your employees great sum of mahey,
they feel constrained in making decision that thelieve can make without asking permission from,yiswa
really great demotivation factor. You need to fallthis kind of demotivation sources in your orgatian,
simply because with proper treatment, you will ®ext to motivate your employees and to increaseativer
business productivity. .

7- Promote the best employees. Everyone wants tgrbmoted as one of the best at something. Such
promotions not only provide the employees with tafian and authority in the organizational unit wen¢hey
work, but also will provide an excellent referemeeheirs CV.

8- An "open door policy" means keeping all doorsmp

We often think if it's in the handbook, it must be. It isn't. Help employees know who to talk totheir
departments and beyond, since for many of thermiogeup to direct supervisors may be intimidatihgite
employees to share their ideas, growth plans, &ad disappointments with next-level managers, sy thel
heard and issues get resolved.

9- Additional Responsibility. There are definitedynployees in your organization who are beggingafud can
handle additional responsibility. Our job as mamagis to identify who they are and if possible nhatc
responsibilities to their strengths and desires.

Conclusion

Job satisfaction represents one of the most congrieas facing today’s managers when it comes tagiag
their employees. Although thousands of papers asédarch have been conducted on job satisfactimvellthe
world.

Many studies have demonstrated an unusually langadt on the job satisfaction on the motivatiomofkers,
while the level of motivation has an impact on proivity, and hence also on performance of business
organizations.

There is a considerable impact of the employeesep&ons for the nature of his work and the lexebverall

job satisfaction. Financial compensation has atgngact on the overall job satisfaction of empleye

This study found through descriptive approach basethe collection and analysis of results of stadreports,
periodicals and books related to the topic of stindy the motivation and work environment are @gred as a
most critical factor which affect on Job satisfanti
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