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CALISANLARIN PERFORMANSILARINA MEMNUNIYETI VE
MOTiIVASYONUNUN OLCULMESI: AFGANISTAN SiViL CALISANLARA
HERAT ILINDE BIR VAKA CALISMASI

OZET

Insan kaynaklar1 yonetimi, bir kurulusun gelisiminde en énemli faktér olarak
kabul edilir. Bu nedenle, her organizasyonda tatmin edici ve motive edici olan
hiimanist ahlakine dikkat bir gereklilik ve Onceliktir. Bu yiizden g¢aliganlarin
memnuniyeti ve motivasyonu her organizasyonda 6zellikle kamu kuruluslarinda
en Onemli konulardan biridir. Bu, kurulusun etkinligi ile dogrudan ilgilidir.
Ayrica, bir isi yeniden tasarlayarak is 6zellikleri; ¢alisanlarin memnuniyetini ve
motivasyonunu etkiler ve ¢alisanlarin performansini artirir.

Bu calismada, memnuniyet ve motivasyonun c¢alisan performansina etkisini
Herat ilindeki kamu kurulusu memurlarin ampirik bir bulgular ile
incelenmektedir. Afganistan'in Herat ilindeki memur calisanlarindan birincil
verileri toplamak tizere 150 katilimcidan olusan bir anket ¢aligmasi yapildi. Bu
arastirmanin iki ana bulgusu olarak ©Oncelikle memnuniyet ve motivasyon
arasindaki anlamli pozitif iliski ve kamu kurulusunda memur performansidir,
Ikinci temel bulgu, yiiksek diizeyde terfi programlari, etkin performans
saglanmasinda dnemli bir rol oynamasidir.

Ayrica, bu calismada, ilgilenen menfaat sahiblere Afganistan Herat ilindeki
kamu kuruluslarinda gelisim ve kapasite gelistirme planlarinda memnuniyet ve
motivasyon stratejilerinin nasil dahil edilecegine dair oneriler ve ayrica calisan
performansini artirmak i¢in istenen sonuglar1 verebilecek etkin terfi programlari
yuriitmeye yonelik tavsiyeler bulunmaktadir.

Anahtar Kelimeleri: Memnuniyet, Motivasyon, Performans, Kamu Personeli.
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MEASURING OF EMPLOYEES’ SATISFACTION AND MOTIVATION ON
THEIR PERFORMANCE: A CASE STUDY OF AFGHANISTAN CIVIL
SERVANT HERAT PROVINCE

ABSTRACT

Human resource management is considered as the most important factor in
development of an organization. Therefore, attention to humanistic moral to
satisfy and motivate in each organization are a necessity and priority. Therefore,
employees’ satisfaction and motivation is one of the most significant issues in
each organization especially in civil servant organization. It is directly related to
the efficiency and effectiveness of the organization. In addition, job Features By
redesigning a job; it affects employees' satisfaction and motivation. This leads
to improves employee performance.

This study investigates the effect of satisfaction and motivation on employee
performance with empirical evidence from Herat province civil servant
organization. A survey was conducted on a sample of 150 respondents from
civil servant employees in Herat province, Afghanistan for gathering primary
data. Two main findings of this research are firstly the significant positive
correlation between satisfaction and motivation, and employee performance in
civil servant organization. The second main finding is that have the high level
of promotion programs had a significant role in making effective performance.
Also this study provided recommendations to the interested stakeholders on how
to include satisfaction and motivation strategy in their development and
capacity building plan in civil servant organization in Herat province
Afghanistan, and also recommendations on conducting effective promotion
programs that can vyield desired results in order to improve employee
performance.

Keywords: Satisfaction, Motivation, Performance, Civil Servant.
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1. INTRODUCTION

Realizing the strategic goals of each state is directly related to its administration
organizational system. Although, the structure of the administrative-
organizational system has important role in the efficiency and effectiveness,
fulfillment of goals, transparency, accountability, corruption, destroy
unemployment etc. but role of state employee, which is the framework of the
administration organizational system create mobility and dynamism. Therefore,
in organizations and in business day-to-day human resource is getting more
important, because the knowledge of people today is the most important aspects
effect in efficiency and productivity in companies. It is also one of the most
important aspects of human resource management in measuring of employees’
satisfaction (Muchinsky &Monahan, 1987).

One important task that companies should carry out is making assurance that
employees are highly satisfied. This is a precondition, which increases

employees’ productivity, responsiveness, and customer service.

Nowadays, the discussion of satisfaction and motivation is one of the most
important issues of management, and filed of work in organizations. All the
time employees’ satisfaction and motivation significance is get bigger in
companies. A lot of researches have been made in order to find the measure of
satisfaction and motivation efficiency in companies. Employee satisfaction is
one of the most important factors in increasing the efficiency and creating a
positive attitude towards the work of a person. Experts define job
satisfaction from different perspectives, which includes several of these
definitions. Job satisfaction officially studied with (Hanvornl) in the first of
1930s and after 1930 the employee or job satisfaction studied widely.
Originally, job satisfaction became important because of the primary advocates
of human relationships, scientists and managers, approach to persuade that a
satisfied worker is a profitable worker. In addition, classical scholars attempt to

define the job satisfaction in 1935 by Robert. Also from Hapak’s point of view,



the job satisfaction is a complex and multidimensional depends to
Psychological, Social and physical factor. satisfaction, which is a kind of
positive sense for his or her job its due to factors such as conditions in the work
environment, relations affecting the cultural environment and the impact of
cultural factors. Therefore, we can give conclusion that job satisfaction is a

psychological feeling that is also affected by social factors (Raslat Poor, 1995).

Motivation is a set of forces that engaged employee in specific activities as

external and internal activities of the environment (Landerberg, 2009).

Motivation is a process that induces or motivates an employee (Brein & Randy,
2003). Nowadays, increasing satisfaction and motivation, commitment and
engagement levels are key organizational aspects and the compensation policies
has an important role to develop an organization. With these policies,

employees deliver the high levels of performance.

Optional contribution and efforts the motivation process usually starts with
someone recognizing an ungratified require. At that, time made an aim set to be
reached out and that to satisfy the demand and, also to get the best result you
can use the reward incentive that has been targeted. Motivation levels will also

affect to the social context.

Employee satisfaction, performance and employee motivation are key of
Successful on government organizations. It is widely recognized that the
motivation of workers in both private and public organizations leads to a higher
degree of human resources and optimum performance and also it is growing
among the mangers of human resource with significant combined of

performance (Raslat Poor, 1995).

Some factors effect on job performance, such as satisfaction, motivation, and
education. Education from Ng&Feldman opinion (2009), with right education
can have a powerful positive impact on job performance. The times when an
organization needs to fill and improves, performance employee is a good fit to
void in that job (Muchinsky &Monahan, 1987). In addition, the person who has
the right job he or she has more satisfaction, motivation, and more commitment
for a good overall performance for the employee (Edwards, 1991) and (Li and

Hung, 2010). Employee performance is a wide topic and relationship between



employees and the Issues organization. Also links employee satisfaction,
motivation and performance. Engaged employees have a level of commitment
and emotional attachment to the organization (Demovsek, 2008). If the
employees develop and have emotional sense with organization that create
better performance also if that emotional links to their career, and relationship,
to the other employee’s organizations they perform better performance and
service (ScarlettSurvey). According to their objectives, the employee
performance to leads an organization be successful and the organization can
achieve its strategic goals, continue to its competitive advantage, the employees
must do the high performance (Lado and Wilson, 1994; Dessler, 2011).
Choosing right employees for the right jobs is an important organization
behavior to do the high performance (Kristof-Brown et al.,2005) as well the
employee job fit is critical so it determines whether or not the employee is well
suited for the job (Zheng et al, 2010).

Labor leaders believe that if the employees can earn more, work Less hour’s
with the optimal working conditions, while some experts believe, satisfaction
and motivation can be increased by a way for employees to be accountable and
independent to do the performance. Both opinions represent motivational and
satisfaction theories (Moghimi, 1385). Thus, this research will perform to
examine what factors can satisfy the employees’ satisfaction and motivation,
and focus on their performance and which factor influence on both. Satisfaction
and motivation help the government and organization to understand what efforts

employee behavior considering current organization situation in the country.

1.1 Study Topic

Satisfaction and motivation are important for organizations, especially for
government organizations. They help employees to do a high performance and
the employees try a lot that organization can achieve its aims, mission and
objectives. Satisfaction and motivation are set of expectations for employee
performance. Therefore, they motivate employees to work more than the
expectation that the organization has from them. With satisfaction and
motivation, organization can sissify and provide a completed professional

management process to achieve the high performance results of organizations



and employees (Mackey and Johnson, 2000). Pressed that the importance of
performance management system is on continuously improving organizational
performance, and this is achieved by improved individual employee
performance. Therefore, improving employee performance by using satisfaction
and motivation program is a way to improve organizational performance. So, in
this master thesis, I investigate the relationship between employees’ satisfaction
and motivation on their performance. Moreover, how could the employees’

satisfaction and motivation effect in performance employee?

In developed countries’ the situation is different; bureaucracy in these countries
is an imaginary of inefficiency, corruption and lawlessness of the state. Instead
of expanding the development path in these countries, the administrative system
itself has become a barrier to development. The administrative structure in
Afghanistan is old and it is the tool of the owners of force at this time, it leads
corruption on administrative organization. Furthermore, the corruption factor is
the lack of transparency and accountability in the activities of the administrative
system. Lack of job security for employees, lack of clarity and ambiguity in
administrative laws, the weakness of knowledge and expertise of staff and lack
of motivation for encouragement and punishment in the offices should also be
pursued and disclosed by civil society organizations and the people of the
country. Administrative organization is one of the main organizations in one
country to do the affairs of the government, so each government is required to
establish some offices according to willing and requirement of people in order
to provide better services to citizens and to do affairs of the country. The
administrative organizations are actually the apparent symbol of a state that
authorities must study carefully and analyze it according to the country situation
proceed to increase or decrease it. In addition, various administrative systems in
different periods used in Afghanistan at all levels and it will be used in the
future too. each of this period has its own advantages and disadvantages, in this
research tries to determine the current administration of the Islamic Republic of
Afghanistan and with greater attention to the executive branch or government
and examine employee satisfaction and motivation on their performance in

Afghanistan civil servants.



1.2 Problem Statement

A manifestation of modern rationality has a great influence on the advancement
of the affairs of the country and the achievement of the goals of the
governments (Max Weber). More than three decades of war in Afghanistan has
destroyed major sectors and infrastructures, as well as the administrative system

in government organizations and the necessities for its economic performance.

Therefore, ineffective administration system, lack of satisfaction and
motivation, lack of programs and plans to enhance the satisfaction and
motivation and the existence of administrative corruption in Afghanistan
organizations Corruption is one of the negative consequences of weak and

inefficient administration.

This type of corruption is seen more often in government departments than
private sector. The weak and inefficient administration, instead to provide a
suitable platform for development, it burns many financial resources,
investment opportunities and job creation. Also this administrative work system
in Afghanistan, which was built 40 years ago for the administrations of the
country, which was even ineffective at that time, today has been governed the
organization administrative system without the fundamental change and
modernization (http://8am.af/1394). Satisfaction and motivation have significant
relationship with organization performance. These important issues made me to
do my dissertation on this topic and in order to find a way for developing
administrative process in Afghanistan. Furthermore, this study may be used as a
pathway for future studies and a source for other students and those who want to

do a study on employee’s motivation in Afghanistan.

1.3 Purpose of Study

Although, there are different perspectives on employees’ performance which
effect on satisfaction and motivation in civil servant organizations
unfortunately, satisfaction and motivation in (Herat province) has been less
evaluated. Therefore, considering this gap, since the assessment of employees’
satisfaction and motivation its further provision for advancement of goals and

high performance ability of employees as well as creating an appropriate work



environment for employees is important. Regarding these important points, this
present study is aimed at measuring the satisfaction and motivation of

Afghanistan government’s with case study Herat province.

1.4 Research Objectives

This research has some primary objectives, and sub objectives that the research

intends to achieve.

1.4.1 Primary objective

e The general objective of the study is to measure the effect of employees’
motivation, satisfaction, and productivity on their performance in Herat

province civil servant organizations.

1.4.2 Sub objectives
e To measure the employees’ satisfaction on organization’s performance.
e To examine the measuring of employees’ motivations in organizational
performance.
e To determine the factors that increase employees’ satisfaction and motivation
of employee’s performance in civil servant organizations.
e To examine the relation between employees’ satisfaction and motivation that

related to performance.

1.5 Research Questions

e According the research objectives, this research is looking forward to

answering fall in to following categories:

1.5.1 Main question

e Do the employees’ satisfaction and motivation effect on performance in

Afghanistan (Herat province)?

1.5.2 Sub questions

e Does employees’ satisfaction and motivation have any relationship with

organizational performance?



How does employees’ satisfaction and motivation affect in organizational
performance?
How does increase satisfaction and motivational tools affect in employee’s

performance?

1.6 Hypotheses

1.6.1 Main hypothesis

Ho: Employee satisfaction and motivation does not have any effect on
organizational performance.
H,: Satisfaction and motivation have impact on organization’s performances

in Afghanistan civil servant).

1.6.2 Sub hypothesis

Ho: Increase in satisfaction and motivation tools does not have any
significant effect on employee performance.
Hi: There is no relationship between employee’s satisfaction and motivation

and organizational performance.



2. LITERATURE REVIEW

2.1 Introduction

The concept of job introduction attracts more attention in the organization since,
nowadays, due to this, managers try to keep the satisfaction in high level among
their employees, and essentially, it will effect on absenteeism, productivity,

workers turnover union activity in general (Arnold &Feldman 1986).

In addition, satisfaction has an important role in the outcomes of employees and

organization, furthermore ranging from to health and longevity. (spector2003)

Also between 1935 and 1976, 3000 types of research were published related to
the significance of job satisfaction (locke, 1976).

Job satisfaction means liking the duty and its needful with  requirement
conditions that doing in that work. The reward received for doing it and the
activities, affairs, and conditions that work (1998) believes that they form an
individual, to what extent and in what way he fulfills his needs depends on his

judgment.

One must balance the positive and negative aspects of his or her job, as negative
cases overcome the probability to be satisfied with his work. Individuals are

very different in terms of the amount of satisfaction they provide for their jobs.

2.2 Definitions of Satisfaction

Practically, satisfaction and motivation have the direct correlation in many
experiential research study cases. Therefore, these two relations are connected
in a variety of ways then symmetrical, but the difference between these is
unconditional. Satisfaction is reflected to be comparatively tenacious
phenomenon that includes attitude toward work environment and job factors.
Paul Spector (1997) what employee sensations toward his or her job and many
aspects of the job as satisfaction define. Satisfaction as a positive sensitive and

adequate state subsequent from good judgment or work practice and
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contemplated that satisfaction, so emotional satisfaction involves reasoning and
behavioral component (locke, 1976).

Furthermore, emotional response to work depended on situation can be
described by satisfaction (kinicki& kreitner2003) in addition to this,
Megginson, Mosley and Pietri (1982) stated which employees experience
satisfaction when they feel good with their jobs and they experience job
satisfaction and feeling arise from achievement and gratitude after the job
well finished. Since satisfaction so is biased by the feeling and feelings of the
employees’ emotion and moods, it has a main impact on various aspects of life
(sempane, Rieger, &Roodt, 2002).

As already mentioned job, satisfaction is associated with common satisfaction in
overall life. In addition, there are three types of relationships between job
satisfaction and satisfaction in the life which determined by Watanabe (1994).
The first one becomes a part of life and presents converting job satisfaction to

other aspects of life and another way around.

The next one is division and segmentation that job satisfaction and general
satisfaction with everyday life are two distinct things and they do not have an
effect on each other.

The third one is the offset recompense it means the lock of satisfaction in the

daily life able to be salaried with satisfaction at work or another way around.

Job satisfaction incudes the negative and positive aspectsof the job and depends
on various personal characteristicsand work-related. Thus, satisfaction presents
complex performance through variables like aspiration, employee’s motivation,

work conditions plus number of effort related to jobs.

In general, job satisfaction, which is a kind of positive feeling, due to these
factors such as work environment conditions, Occupation system and
relationship between the dominant culture and the influence of cultural factors.
Therefore, it can be concluded that satisfaction is a Psychological feelings are

also affected by social factors (Resalet Pour, 1373).



2.3 Satisfaction Determinants

The determinants of satisfaction have been realized in the past few years,
because of the increasing significance sense of job satisfaction for both
individuals and organizations. In addition, employee’s satisfaction has a large
role on an organizational level; it also affects individuals in personal and social
life (Sempane et al., 2002) however, maintain a high level of satisfaction is
important for both employees and companies. Therefore, a great number of
researches have intensive on examining the causes and determinants of
satisfaction. The following paragraphs will offer a literature review on
categorization regarding determinates of satisfaction.

The satisfaction determinants categorized into five principal models that
identify its causes. The first category of this models is contradiction patterns
and they show that satisfaction is due to meeting exceptions. The extensively
accepted description of meeting expectations is that meets expectations show
that employees compare their previous expectations with post-entry perceptions
(Porter & Steers 1973).

The first category means that the person experiences job satisfaction when his
or her expectations are higher than what he or she receives from the company.
On the other hand, dissatisfaction occurs the expectations of the individual are
greater than what the company has received. Given the credibility of the
expectations model, so the literature can provide studies that show that
expectations of meeting with job satisfaction have a meaningful relationship
(Wanous, Poland, Premack & Davis, 1992).

According the Kinicki and Kreitner (2003) the next category categorizated
models that affect on satisfaction related to the need to do; also, they explain
that satisfaction is to a certain degree determined by specific job characteristics
that allow employees to fulfill their needs. Furthermore, models stress that
employees needs are relatively stable and unchangeable, at the same time, the
other side may be certain features that employees attractive and interesting to
know their due to this employees are happy and satisfied, when the job features
being to fit into the needs of employees at the same time, this the basic
assumption of the models (Salancik & Pfeffer,1997).
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The third one is the ones that mentioned in the significance of reaches category.
These valuable models include satisfaction as satisfactory, which arises from
the perception enough work is needed to meet individual needs (Kinicki and
Kreitner2003) likewise George and jones (1996) in their valuation research
showed that achieving public values in work has a major impact on job
satisfaction and job performance. In addition, they emphasize the significance
of gaining value, which is directly related to work and work connected to
variables that can help a worker to achieve specific values of life. The simple
supposition of this model is that dissatisfaction occurs if these values are not
gained.

The fourth category include models that falls under the title of equity and as
defining satisfaction and a purpose that an employee sees as being treaded in the
work . These models are related to theory of equity and focus on the same
proportion of colleagues compared to the employee’s input /output ratio. When
his or her input/output ratio is equal to others, they impress on fair treatment
that result in final case lead to gratification. In nonappearance of reasonable

treatment, the unhappiness will occur (Witt &Nye, 1992).

Authors are agree (Kinicki & Kreitner, 2003), the fifth groups contains
dispositional or common components. In this general model, satisfaction offered

as a purpose of hereditary factors and personal characters.

So this model can be answered to this question, why employees rapid their
pleasure and satisfaction even when situated in deprived and relegated groups.
Furthermore, in these models researches were mostly show on examples of
monozygotic doubles and found that hereditary mechanisms effect satisfaction
and personal wellbeing (Arvey, Bouchard, Segal& Abrahan, 1989; Diener,
1996).

2.4 Consequences of Satisfaction

Satisfaction is associated with a amount of variables, and composed, they affect
organizational behavior also they shape the organization. In this literature, I will
describe the association between satisfaction with other variables such as, work

participation, organizational nationality performance, absenteeism, income,
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performance etc. Therefore, this paragraph provides a literature review of the
relationship of satisfaction with other variables.

Work connection can be distinct as a grade to which employees can recognize
and recognize his or her psychologically with their job (Chiu &Tsai, 2006).
Therefore, work participation and work involvement measured as a reasoning
state and mental cognition through the job, because the job involves
expectations and needs of the individual to fulfill (Kanungo, 1979). a large
number of scholar from 1995 up to 2005) have been examined the correlation
between satisfaction and work involvement and most of their researches , based
on their educations, so they have robust or moderate correlation between
satisfaction and work involvement. This relationship was shown on a sample of
nurses and found weak communication between satisfaction and work
participation according (Knoop, 1995). These outcome are affected by the
nature of work which has made the employee feel more obligated than satisfied
with their job. From this point of view, the organization in productivity work
involvement and satisfaction have a great importance relationship, because in
their workday the satisfied employees can identify themselves with their job at

the end, for instance, they will be more productive and engaged to organization.

According to authors (Kinicki & Kreitner, 2003) the variables, which related to
satisfaction and organizational citizenship conduct. Therefore, the organization
citizenship conduct leads toward specific movements that go outside the
demands of obligation and consistent work. Employee participation and engage
in activates such as educating and training new employees, vigorous
participation in job development, property care structural and associate
affiliation, upholding good relationships with generations regardless of their

location and etc. (Organ, 1990).

Organization citizenship behavior can be defined as behavior that are optional
and indirectly gave by the corporation’s recompense organization; however, the
atmosphere and efficiency of this company have a positive impact by this
behavior (Organ, 1990). Additionally, this behavior is optional and this
behavior performed as an individual’s choice of employee. So, after a lot of
investigate and meta- analysis Organ and Ryan (1995) showed that there is a

sagnifecant correlation between organizational residency behavior and
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satisfaction. Furthermore, additional researches (Paine & Bachrach, 2000; Van
Dyne & Ang, 1998; Podsakoff, Mackenize,) must accepted the relationship in
their researches; they emphatic the role of management in the process of
identifying with the company’s aims and accept this kind of behavior by an

employee.

The next variable is managerial commitment that is reacted to administrative
behavior and work contribution. As the organization, behavior and
organizational promise are the same variables, at top that said characteristics are
adapted to the behavior of organizational with organizational citizenship
behavior and are employed in employee behavior so that the organization
dedicated to them. The organizational promise of term can define as a degree,
which its employee recognized with the company and committed to the purpose
of the company (Kinicki & Kreitner, 2003). Loyalty and dedicated employees
are loyal to the company, self-justifying and stay with company when the job
opportunities in better shape. Several authors (Lincoln & Kalleberg, 1996;
Mueller & price, 1990) have found a powerfull link between satisfaction and
organizational obligation and this point was buoyed in various studies over the
years (Kinicki et al, 2002; Mcneese-smith, 2001; Tett & meyer, 1993).

Among variables that connected to satisfaction is turnover; it is going to be
elaborated is employee revenue is the number of employees that are leave the
company and compared with the total of employees that are participated in a
company. Therefore, this variable is important for two reasons: First, this has a
negative impact on taxation and influence on company finance and most
important issue is the disturbs continuity, which can be a result for success
(Griffeth, Hom & Gaertner, 2000) (Kinicki & Kreitner, 2003). The turnover is
more harmful than financial expenses with more negative effects on employee
steadiness, organizational constancy, and organization efficiency (Zhong, Siong,
Mellor, Moore & Firth,) however numerous of researches exhibited the in
powerfull or moderately powerfull negative relationship between satisfaction

and income (Alexander, Lichtenstein &UlIman,1998).

Moreover, the other variable, which correlated with satisfaction, is absenteeism.
Absenteeism is the opposite of turnover. Therefore, absenteeism has a negative

influence on business and organizations. Absenteeism mentions to unprepared
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employee absenteeism from work however. The absenteeism employee has
undesirable influence and accompanied by disadvantages on organizations. With
these disadvantages can provide service with low ethical mention to low
productivity,and work periods, reduce in the standard range of services and rise

in demand on the organization’s sick pay system.

As (Haswell, 2003) found some reason for genuine absence like pregnancy,
illness, death someone in the domestic, however, reason for which kind of
absenteeism can be unfounded. Furthermore, reasons are often an undesirable
from bad work. It is a weak relational relationship or just a commitment to
work, for instance, the Super Bowl and the final game of American football.
The day after Super Bowl, 1% of total American worker have plan to call in
sick. Therefore, Super Bowl has affected employees’ absenteeism in the day
after the game. The second example of absenteeism, in this example they
compared nurses to other profession have significantly higher absenteeism rate
to stress and job related injuries. As supposed, researches and meat-analysis
conducted on this subject found that there is weak negative correlation between
absenteeism and satisfaction (Hackett, Bycio & Guion, 1989; Lewig & dollard,
2003).

The variable that is relevant in each environment and associated to satisfaction
is perceived stress. According to Robbins, (2003) stress is dynamic situation in
which a person faces with demand, restriction and opportunity associated that
what person wants and why, and for which result is perceived to be both
important as well as uncertain. Even though, sometimes stress may have a
positive outcomes, but often it is discussed in negative context and especially
in sport events can lead to better performance, regarding to employees stress.
There are several symptoms due to stress caused by headache, loss appetite,
high blood pressure and loss weight depression, problems in sleeping. However
Robbins (2003) have identified these symptoms in there categories, as
behavioral, psychological, and physiological, the first and the most important
category is psychological, so the positive and strong correlation between

turnover, absenteeism and dissatisfaction to be important.

And there is a negative relationship between satisfaction and stress that proved

in a large number of researches and meta-analysis, as expected (Griffeth et al,
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2000). There are a lot of scientists who referring to effect of stress on
satisfaction among civil servant stuff. They found strong negative relationship
between stress and satisfaction, in conclusion the weaken stress is among the
employees who have control over their job (Babin & Boles, 1998; Hollon &
chesser, 1976; Miles, 1975).

Performance is another variable which is important and has a strong correlation
with satisfaction and has great importance on companies to be success, thus in
the field of organizational behavior it was one of the most studies topics. Many
scientists have conducted meta-analysis on 17 researches and found moderately
strong correlation between satisfaction and performance job (Babin & Boles,
1998; Hollon & chesser, 1976; Miles, 1975).

On this subject more recent meta-analysis supported Petty et al (1984), results,
adding to the conclusion even stronger correlation between satisfaction and
performance. In addition Crow, Hartman and Henson (2006) conducted study

on this subject and confirmed previously result.

satisfaction and Motivation state that existence of satisfaction does not imply
motivation. So, motivation was affected to satisfaction with development of
motivation theories and at the first motivation and satisfaction is linked by
Brayfield and Crockett.

2.5 Satisfaction Theories

There are some various opinions about satisfaction which have been raised
including the needs theory, ERG theory, reinforcement theory, expectation
theory, Theory of Value, equality theory, Social Influence Theory, Herzberg’s
theories, Theory of Need for Success and Holland's theory. These theories are

divided into two type’s small and large model. Hera is some of these theories:

2.5.1 Theory of needs (The hierarchy of needs)

This theory is close to Maslow's theory of needs and can be considered that
these are the same. Of course, Maslow's theory of needs is more general and job
satisfaction can be in the circle and range. Based on the theory of needs, the job

satisfaction of each occupation depends on two factors.
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e The amount of needs that will be achieved through the work and achievement
of the desired situation.
e The amount of needs that is not provided through the employment of the

desired work.

The result obtained from the first and second factors review determines the level
of individual satisfaction (Shafi Abadi, 2002).

This theory of satisfaction is a function of the degree of comity of narrative and
satisfying the needs of the individual, including physical and psychological
needs. Needs are regarded as the objective needs of a person, which is the same
in all people, while values are the mental aspirations of a person who is from

one person to another (Azkmp, 2006).

2.5.2 Theory of expectation

This theory is the expectations theory also can be called theory of probability.
This theory believes that job satisfaction is determined by the full alignment of
expectations and expectations with individual advancements, while

dissatisfaction is a failure to meet expectations (Azkmp; 2006).

The theory of expectation is based on the idea that the amount of motivation and
effort individuals make to fulfill a given goal depends on expectations. In other

words, Possible estimates from work and work results are depend together.

Therefore, after the end of the work, what reward is likely to be given to him or
her, or how much they will be prepared for success for the next successes, is
one of the most important issues of this theory (Azkmp; 2006).

2.5.3 Theory of value

This theory states that job satisfaction is determined by the phenomenon of

whether a job allows an individual to maintain private and personal values.

Therefore, this theory based that if the job is consistent with maintaining private
and personal values of the employee, they are satisfied with their jobs, but if
their jobs contradicts their private values, the job satisfaction will not be

achieved and they are not satisfy (Azkmp; 2006).

16



2.5.4 Holland's theory

Holland's theory has based on two important principles. The first one is depend
on a career, which chooses by person’s personality. The second one is the career

chooses are directly related to attitudes.

The implicit meaning of this theory is that if a person chooses a job according to
his personality traits and has a positive attitude toward this job, he is satisfied
with his job and otherwise he will not be satisfied with his job (Shafi Abadi;
2002).

2.5.5 Porter and Lawler's theory

Porter and Lawler had instruments that motivation did not directly lead to
performance, but the abilities, characteristics and perceptions are mediators that

provide better performance, which leads to job satisfaction.

2.5.6 Davis and Neustrom theory

They believe that many results of research have confirmed the relationship
between factors such as gender, age, education, income level; organizational
status, organizational environment and type of job with motivation, and morale

approve job satisfaction (Abbas Zadeh, 1996).

2.6 Herzberg and Satisfaction

2.6.1 Concept of attitude

The motivation of employee to work is better when the attitude of that employee
understood. In other words, the inner concept of mental attitude, when examined
should show pragmatic information for managers according to the motives of
the workers (Herzberg et al 1959).

According to Herzberg approach is to study people’s feeling about their work or

their attitude, three questions have been answered:

e How can one specify the attitude of any individual toward his or her job?
e What are these attitudes?

e What are the consequences of these attitudes?
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These question are experimental methodology and final questions that matter
the relationship between attitude and following behaviors is important, so in
response to the “incomplete nature” and the previous to the knowledge and a
combination of the three question in a unit of study and factors- attitudes (F-A-
E) complex. Herzberg (Herzberg, 1959) describes the new approach as
idiographic. This approach emphasizes to interaction of a group with a
particular variable and contrary to statistical or desolate, the idiographic view
based on the hypothesis that complexity of F-A-E should be within the
individuals studied.

Herzberg has used this approach to analysis the qualitative investigation of the
F-A-E complex based on a quantitative evaluation of the information, although
the results are calculating on a quantitative scale. The experimentation design
that was made by Herzberg to ask open- ended questions and focused on
employees’ experiences once thanks about that was the negative and positive
than usual on his or her job. Herzberg prefers such an approach to the written
and presumed factors that are made and limited by the experimenter and each
interview was carried out subtly and nature, so the list of questions was basis of

the survey, but by the interview can pursue other research methodology.

So, the purpose of this discussion; attitude is briefly summarized and the
importance of attitude as starting point of the theory of Herzberg and show in

summary their approach to experimentation and research.

2.7 The Relationship of Satisfaction and Dissatisfaction

The Herzberg’s two factors based in the inherent level of Satisfaction and
dissatisfaction and the inherent is the most important and fundamental
difference between each factor. Motivation is a factor that effect and promote
long- running attitudes and satisfaction if motivation has only those things to
promote action over time. Therefore, motivators as a positive attitude so, they

satisfy and the employees’ need for self-actualization (Herzberg, 1954).

According to Maslow (1954) the ultimate goal of the person, a great
satisfaction will be created by presence of the motivators potential; however, in
terms of Herzberg dissatisfaction does not occur similarly and organization
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factors move so, can lead to a cause of great dissatisfaction, likewise, their
absence does not arouse a high level of satisfaction.

Why Herzberg theory based to non-bipolar relationship? Satisfaction has two
distinct in dependent dimensions and there is no difference in ends of the range;
but instead they include two distinct and indirect continua (House and Wigdor,
1967).

Herzberg (1968), the satisfaction is not dissatisfaction but the lack of
satisfaction can leads to be dissatisfaction, in the same way the opposite of
dissatisfaction in not satisfaction, but rather no dissatisfaction’’. For example,

consider the civil servant organization with work conditional.

2.8 Relationships between Motivation and Satisfaction on Public Service

Researches show that public service motivation is relevant to employees’
attitudes and behaviors like satisfaction, organization commitment, (Rainey,
1982; Naff and Crum, 1999; Taylor, 2007), and organization performance,
organization overtones and behaviors such as altruism, trust in government
serving civil and public participation and political participation, (Brewer and
Selden, 1998, 2000; Brewer et al, 2000). Public service motivation is effect on
all variables and level of public service in variables is higher in civil servant
employees than in private sector and public employees are more satisfied with
their job more committed to their organizations and more productive with PMS
score. Even though, several studies have tested the relationship between public
service motivations and analyzed a small number of public service relationship
and work outcomes at dimensional level (Taylor, 2007). According to scientists,
public service motivation is a multidimensional structure. Once public service
motivation dimensions are analyzed simultaneously, many dimensions are
affecting dominant role than others in influencing work outcomes. To examine
these query questions as Taylor analyzed the relationship between public
service motivation dimensions and individual employee performance. In other

hand one of the most important attitudes of public servants is satisfaction.
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In addition, public sector employees were more satisfied with their jobs than
private sector employees because employees are inherently motivate of their
work (Schneider and Vaught, 1993).

2.9 Job Selection Factors

Occupation is one of the thematic that you cannot choice it accidental. It

requires many factors.

2.9.1 Physical state

Every job requires specific physical characteristics. Some jobs require a large
and strong body, while in some jobs it may prevent them from their
performance on duties. Also, in some jobs, there is a need for health and well-
being, while in Others do not cause a lack of hands and feet and others flaws are

not important.

2.9.2 Talent

Talent is one of the important factors in choosing a job and a way to success.
Employee Talent means getting ready and able to do something; the innate
ability of a person helps them to learn and speed up to continue. In this sense,
talent will predict the mode and extent of learning in different fields in the
future, and someone who has a particular talent in a specific field. So, it will get

more benefits from his experience and being success.

2.9.3 Propensity

"Propensity” means the desire and hope to have something. Also, the feeling of
pleasure, or the tendency and curiosity towards something or a thing, is called
"pleasure.” Risk is an important motive for human effort and movement. So, it’s

necessary for very Job requires.

2.9.4 Individual-social facilities

In addition to the above, other factors such as individuality, realism,
environmental facilities and the needs of the community have a great influence

to choose a job. (12)
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In summary, we can say that individual factors (such as physical condition,
talent, propensity and personality traits), social factors (such as family force,
social and cultural values, facilities of each society and the opportunities
available to individuals) and economic factors (such as poverty and

unemployment) as well as inheritance and gender are effective to choose a job.

2.10 Satisfaction with the Work Environment

Organized with a good morale, although a large office and the availability new
facilities, it helps to strengthen the working environment of the staff. The
position of socializing and building constructive relationships, as well as the
involvement of employees in corporate affairs, has an important bearing on their

performance.

So, the most basic motive for workers is to earn money and supply the needs of
life. Except of a good salary, there are other influential factors on job
satisfaction.

Suitable wages with incentive rewards provide a sense of job security for
employees. They will work more spiritually and happily in hopes of job growth

and, consequently, to receive more salary.

Try to ensure that employees work smartly instead of working hard. No
financial reward can provide the satisfaction and self-esteem they are enthralled
in this way. In order to provide such conditions, managers should be able to set

aside their extremist ideology and control.

2.11 Methods of Assessing Job Satisfaction
Job Satisfaction can be measure with a variety of methods and tools.

2.11.1 Scales of personal report grading

The usual measurement tool for satisfaction is scales of personal report rating
grade and the usual research project in this area, including solidarity plans, and
compares satisfaction with the backgrounds or hypothesis implications. Lack
concludes that Researchers rely heavily on grading scales and solidarity plans to

take advantage of more powerful and diversified approaches.
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Perhaps the most accurate and commonly used measurement tool is the (JDI), or
"Job Descriptive Index" developed at (Cornell University). In this index,
respondents were given a few short or native terms, these five aspects describe
the position of worker that they are satisfied or not. So these five aspects are

supervision, colleagues, wages and job advancement opportunities.

2.11.2 Sensitive events

It is the use of sensitive events from the achievements of Herzberg and his
colleagues. It is a research of job trends requested from employees to describe
their job events, which were satisfied or unsatisfied. These events were
analyzed in order to determine which aspects of the job position (such as
occupation, supervision, Salary, promotions and the like) has been associated
with passive reactions And Compared to other assessment scales, this method
relied on qualitative data rather than quantitative data. The most important
method of sensitive events is that it based on non-religious method. Employees
are simply asked to describe satisfied events. However, there are no predefined

prejudices on topics.

In terms of the advantages, this method should mention several defects of this
method.

First, collecting data and analyzing takes too much time consuming. Secondly,
in the face of prejudices by the researcher or the manager, it is especially
possible for the staff to distort the responses themselves; so employees may
attribute the negative event to supervisor and a positive event to their abilities.

2.11.3 Obvious behaviors

Another method often used by managers to measure job satisfaction is to
observe the apparent (real behaviors) behavior of the staff (weak performance,
absence, quit the job), which is used as a substitute for dissatisfaction. As Locke
mentioned, there are three reasons for this application’s method as a
measurement tool for job trends. This is not enough; because there is no known

behavior that defines Criteria (Locke).

e Adoption necessarily follows the experience of consent. In other words,

satisfaction leads to specific behaviors.
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e Abundance or the severity of the behavior deepened to the severity of the
experienced tendency.
e Other factors except of satisfaction affect the person's behavior and their

impact can be accurately calculated (Locke).

2.11.4 Practical trends

Practical tendencies are the tendency of people to approach some things. This
method has been used for evaluation that the employees tend in his or her job

and what they are feeling. These questions are determines the practical trends.

e When do you wake up in the morning, are you reluctant to go to work?

e Are you reluctant when you go from work to home the cause of the
occupation?

e Do you often want to go to lunch sooner than the lunchtime?

e Do you feel you need more time to drink tea or coffee?

e Do you ever feel too does not work in the evenings or at the end of the week?

e Are you sometimes have reluctant to go on holiday?

e Whenever you are sick, do have tendency to feel that you return to work?

e Do you wake up to the night you feel the passion for going to work?

2.11.5 Interview

Another way to examine employee satisfaction is individual interviews. The
interview may be scheduled (where the questions are predefined and
standardized) or unplanned (where the questions are free and without the
previous plan). The interview has a few points in assessing job satisfaction and
job trends:

First, through the interviews a deep examination provided in areas of work that

cannot be achieve through scales and other assessment methods.

Secondly, the interview is more useful in surveying the satisfaction and
tendency of employees who have less educated or verbal obstacles and difficult

to understand the terms used in the printed questionnaire.
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Third, the interview provides a better opportunity for an examination of the
actual concept of responses and it can be determined how a person feels about

different aspects of the job.

The other hand, there are at least three problems that you faced in the interview
method. First, there is a problem of objectivity; People may distort their

answers.

Second, there are differences between interviewers that lead to violations of the
wishes; because the way to ask the questions and the type of information the

interviewer chooses to record information can be effective in interview

Third, there is a problem with time, and interviewing a large number of

employees takes a lot of time, which is not feasible.

According to these three methods and three tools for measuring and measure of
satisfaction and motivation, It has been found that each of these methods and
tools have worthwhile, shortcomings.

Considering the problems and deficiencies of these methods although the
questionnaire method are more used, it seems necessary to explain the tool and

method of more detailed questionnaire.

2.11.6 Questionnaire and method of questionnaire

Before designing a suitable questionnaire for measuring job satisfaction should
make the philosophy of methodology of work must be specified. After
determining the method and basis of the work, prepare a suitable questionnaire
and then implement it (A.H.Bryfield).

According to Bryfield and Ruth (H.F.Rothe), job satisfaction questionnaire

should have the following characteristics:

e Determine job satisfaction from a definitive point;

e The questions should be clearly;

e Being involved with the subject and the promoter of the questionnaire;

e The questionnaire should credible and authoritative;

e The questionnaire should easily read and interpreted;

e The implementation of the questionnaire should focus on changing the

student's psychological states and use it in explaining the questionnaire.
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Several questionnaires have been presented to assess job satisfaction. Three
models of them are mentioned as a template. A researcher can work out a job

satisfaction questionnaire according to the purpose and the basis of his work:

e Ask Hpopak Job Satisfaction Letter: In this questionnaire, four multi-choice
questions have been raised. The study should identify the most appropriate
answer with the symbol (x) after studying each part.

e Bryfield and Ruth (H.F.Rothe), job satisfaction questionnaire: Some jobs are
more satisfactory than other businesses. With the help of this questionnaire,
people's feelings about their jobs are determined. They are asked to identify
their reaction and feel to each of the nineteen sentences by placing the sign
(%).

e General Job satisfaction questionnaire: In this questionnaire, unlike the
previous questionnaires, the subject must explain and explain his feelings and
opinions in each of the related fields. This questionnaire has 15 questions.
The subjects must give them a detailed explanation.

Another questionnaire used as a measure of job satisfaction is the Minnesota
Satisfaction Questionnaire (MSQ) (MSQ), which is based on the degree of
satisfaction of respondents in five items of each scale, the Likert type rating.
These materials include proficiency, job creativity, job diversification,

occupational safety and material conditions of life.

2.12 Motivation

Quick change in all industries is the introducer of current business environment
(Ayub & Rafif, 2011). The companies that are successful and competitive on a
worldwide level, they have considered people as their most significant resource
and have invested in it. Finck et al (1998), supported this opinion and suggested
that human resources must be considered as a main factor for administrative
survival, and that motivated employees can achieve business superiorities for
your company. Aggravating situations, such as inflation, corruption, economic
crisis and high joblessness rate and job anxiety strongly make a lot of stress
among employees and cause the decrease workplace performance (Markovits,
Boer, & Van Dick, 2014). Currently the Bosnian business environment suffers
from those difficult situations. (Mujanovic, 2013), but the only factors that can
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lead you to corporate achievements are respectable management and the
aptitude to motivate employees. Motivation is an internal process that makes a
person move toward a goal. Instead, motivation can only be inferred by noting a
person's behavior. Researchers have proposed theories that try to explain
human motivation. These theories include drive reduction theories and Maslow's

hierarchy of needs theory.

2.13 Definition of Employee Motivation

The term motivation is extracted from the Latin word “Movere” that means to
move (Baron, Henley, McGibbon, & McCarthy, 2002). Through the years, many
definitions and perspectives on the topic of motivation has been postulated.
Some of these definitions are mentioned in following paragraphs, some of them

are for the historical significance and some for its relevance to this research.

For the past several decades, organizational behavior researches focus on
motivation and its causes. Baron (1991, p. 1) believes that motivation is one of
the most basic concerns of modern organizational research. Employees will
identify Moorhead and Griffin (1998) states that management attempts should
be firstly directed towards increasing of employee motivation so the
organizational goals and they will contribute to overall productivity.

Beck (1983) stated there are four basic philosophies that underlie the different
views of work motivation. Schein (2006, p. 188) clarified these four different
views as rational-economic man, social man, self-actualizing man and
complex man. Authors indicate that approach of rational-economic man assume
that economic considerations can motivate employees, hence they consider the
rational economic in their decisions-making process. Social man assumption
indicates that social needs strongly motivate employees. This point of view
focuses on establishing an environment where employees can maintain a
satisfying social relationship as workplace. Self-actualizing man assumption
says that employees’ accomplishments satisfy them because they have intrinsic
motivation. The primary specification of this viewpoint is that award systems
are highly performance-oriented. The complex man approach says that there are
different factors that motivate employees and these motivators change over the
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time. Backers of this perspective insist that work environment should be
identified by high grade of decision-making autonomy.

Regarding to the above-mentioned perspectives, some scientists made new
definitions of motivation. Schultz and Schultz (1998) defined that combination
of workplace and personal factors explain the true meaning of motivation in

which it shows the employee’s behavior in work environment.

According to Beach (1980), the willingness to achieve goals or rewards is a
definition of motivation. From the behaviorist point of view, employee behavior
that goes unrewarded or punished tends to be extinguished, whereas behavior
that is rewarded will repeat.

The set of internal and external forces that initiate work-related behavior and specify
its form, direction, intensity and duration, is a definition of work motivation (Pinder,
1998, p. 11). This description only refers to work context, and is influenced by

intrinsic and extrinsic effects, which determine work behavior.

2.14 Motivation Theories

The motivation theories start while all human behaviors are motivated.
Although human behavior is clearly observable, the motivation, which causes
that behavior, is invisible. Hence, the problem that all the motivation theories
face is that the certain reason of human behavior is not directly visible. Thus,
motivation theories allow the human behavior to guide them to the motives of
specified behavior so they will be able to explain human “black-box” (Sehi¢ &
Rahimig, 2009).

Motivational theories explain that human behavior is specified by unchanging
and latent needs, those internal and external motivators can motivate them. Deci
and Ryan (2000, p. 258) believe that employee’s activities are energized and
sustained by intrinsic motivation through the spontaneous satisfactions, while
extrinsic motivation is governed by reinforcement contingencies. Third party,
either from company agent or from other superior colleague with objective to

motivate people (Tremblay et al., 2009), considers extrinsic factors.

There are so many descriptions about motivation. At all, the important
differences between motivational theories are in their approaches to the
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principles or sources of motivation (Petri, 1996). As described in literature;
energy, heredity, learning, social interaction, cognitive processes, activation of
motivation, hedonism or growth motivation is some of the sources of
motivation. Sources of motivation have been used for grouping of motivation
theories. Based on the approaches, literature shows (Baron et al., 2002) that
motivation theories are often classified into need-based, cognitive and

reinforcement theories.

Need-based theories are also known as content theories, these theories also
explain the content of motivation and propose that internal states within the
persons energize their behavior (Hadebe, 6 2001). Well-known examples of

need-based theories are Maslow, McClelland and Herzberg’s theory.

Cognitive focus on cognitive procedures like thoughts, beliefs and values,
which employee use to make choices considering their behavior at work
(Schultz & Schultz, 1998). Cognitive theories are also known as process
theories. The examples of cognitive theories are Equity, expectancy and goal-

setting theory.

Self-determination theory is another theory related to this research (Deci &
Ryan, 1985). Motivation, character and optimal functioning are in focus of this
theory. This theory indicates that people have three innate psychological needs
that are known as universal necessities. Those are competence, understanding

and autonomy.

2.14.1 Needs-based theories

Needs-based theories have a long custom of motivational research and its
practical concept. Firstly, the focuses of needs-based theories are to identify
what people need to have a content life, also on shortages that people try to
avoid. Certain actions are required to satisfy the needs. In the main, needs-based
theories are studying the role of job in the process of satisfying needs (Sehi¢ &
Rahimi¢, 2009).

2.14.1.1 Maslow’s needs hierarchy

Hierarchy of needs that was introduced by Maslow in 1943, is one the most
famed motivation theories (Maslow, 1943). This theory indicates that human
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needs occur in a particular hierarchy, which can be grouped in five categories.
This theory says that the higher rated needs cannot be satisfied up to when the
lower order needs are satisfied. Those five categories are physiological needs,

safety needs, social needs, egotistical needs and self-actualization.

Physiological needs contain the needs like hunger and thirst that are known as
basic survival needs. Safety needs are referring to a person’s determined for
personal safety like steady job and are not directly referring to physical safety.
Common needs mostly mention to social acceptance, friendship, darling and
support. Narcissistic needs show the person’s hope for admiration and high
social position (Sehi¢ & Rahimi¢, 2009). Self-actualization is located at the top
of a person’s needs and as Gouws (1995) suggests shows person try to develop
his potential, which is intrinsically can’t by attained completely. The only
needs that are lower ordered needs are physiological and safety needs, while

other needs in the hierarchy are higher ordered needs.

Table 2.1: Herzberg and Maslow’s two-factor theory (Net MBA 2016)

Motivators (Leading to Satisfaction) Hygiene (Leading to dissatisfaction)
Achievement Company policy

Recognition Supervision

Work itself Relationship with boss
Responsibility Work condition

Advancement Salary Relationship with peers
Growth Security

2.15 Motivation and Civil Servant Factors

Herzberg et al. (1959) made two different lists of factors as a result of his
research about the tendencies of employees, One set of factors caused a good
tendency or happy feelings in the worker, at all these factors were task-related.
The other set of factors primarily present when feelings of unhappiness or bad
attitude were witnessed, and these factors, Herzberg claimed, were not
straightly related to the job, but to the situations that surrounded doing that job.
He called the first group as motivators (job factors): recognition, achievement,

possibility of growth, advancement, responsibility, works itself. Herzberg
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named the second group as civil servant factors (extra-job factors): salary,
interpersonal relations — supervisor, interpersonal relations — subordinates,
interpersonal relations — peers, and supervision — technical, company policy and
administration, working conditions, factors in personal life, status and job
security. Motivators show the intrinsic factors of the work itself like the
opportunities for a worker to grow. Conversely, civil servants tend to contain
extrinsic factors like the idea of worker about the company’s policy, which not

related to the worker’s real job.

2.16 Motivation vs. Movement in KITA

Herzberg’s theory of motivation briefly refers to the difference between
motivation and movement. He compares the two in his discussion of KITA
(Herzberg, 1968) — the polite acronym for a “kick in the ——". There are three
different types of KITA: negative physical KITA, negative psychological KITA
and positive KITA. In today’s litigious society, it is possible that most of
managers will deal less and less with workers using negative physical KITA, or
physical contact to extract action out of a lazy employee. Negative
psychological KITA is not also useful in crating motivation in workers; the
elementary benefit, though malicious, is the nutrition of one’s ego, also known
as a power journey. On the other side, Positive KITA can be summarized in one
word — reward. The relationship is “if..., then... ”. It means that (if you
complete this task in one day, then you will receive this award). Although most
of managers use motives to motivate employees, Herzberg believes that positive
KITA is not motivational. However, positive KITA moves or motivate
movement. Nevertheless, the question is that: When the worker receives the
reward after completing the task. Is he/she any more motivated to work harder
now? Does the conditional reward have a lasting effect? No, by this rewards you
just can motivate worker temporarily to act. When the reward received, there
are no extended effects. Herzberg (1968) indicate that only the impression of
motivator factors can last for a long time on a worker’s tendency, satisfaction
and, hence, work. In addition, workers do their best performance (Steininger,
1994), when this motivation is internal and work related.
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2.17 Leadership and Motivation

The life-cycle theory was developed to present the important connection
between task and relationship-oriented dimensions of management. This theory
shows the way that how managers should adjust based on the level of maturity
in every worker. It also described the dynamics of high and low task attitude
and relationship-oriented managers when mixed with various situation as well
as different types of employees. In drawing attention to the two-faceted focus of
managers — that is task and relationships — the life-cycle theory was very
effective in explaining what was referred to as the “better/dependent”
relationship. Blanchard and Hersey renamed the theory of leadership
“Situational Leadership”, after their studies on life-cycle theory. The new title
mostly emphasis on “task behavior” and “relationship behavior” rather than
attitude. Whereas some tendencies were clearly better than others were, no one
leadership method is best. For example (Maslow, 1954), all managers should
have the tendency that both people and production are very important. However,
this specific tendency can be expressed through numerous different leadership
methods depending on the manager. Since the main theory was posed, they have
specified descriptors to quadrants of high and low task and relationship manner.
The four quadrants are telling, selling, participating, and delegating, and each
inherently shows the related balance a manager utilizes in his or her balance of
task and relationship manner. Blanchard and Hersey’s specification of
leadership methods provides a stepping-stone for all managers dealing with a

new and diverse.

2.18 Life-Cycle Theory

This theory focuses on the factors that influence employees to be either
motivated or only moved, satisfied or dissatisfied. However, the leadership role
that played by each manager straightly influences in what way the employee
will be motivated and find satisfaction. In addition, since their important 1969
article “The life-cycle theory of leadership” (Maslow, 1954), Kenneth
Blanchard and Paul Hersey have revisited the role of the manager as leader,
reevaluating that role in the 1990s.
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2.19 Performance

Performance is the administrative behavior of employees in organization. So,
the administrative behaviors are actions that employee carry out their
responsibilities. However, these actions are done with quality that means the
employees can be performed in a good or bad quality. These performances of
actions reflect to the organization’s perspective credibility and reliability in the
civilians’ perspective. The goal of this performance in organization is that the
action must be carried or performed in in high level of quality. Furthermore,
unlikely to above there are some factors which they prevent the employees to
have a good performance. These factors act to purpose employees’ desire or
may be pressure from external. In addition, quality can be reflected in quality of
actions taken by each employee, or the quality of what has been done on all
actions. The quality of achieved from overall performing, are the actions that
can be reflexed in to organization’ performance. Therefore, performance is not
only achieved by employees or organizatio