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ABSTRACT

The main purpose is to identify the impact of iméic motivation on employee’s job satisfaction.sTisi basically
an empirical study and a scale was developed tbdirt the impact of four variables namely; job sgguachievement,
job responsibility and work itself (intrinsic moétion). The questionnaire was distributed amongréspondents on the
basis of simple random sampling. The findings @ giudy show a significant positive relationshipaamg four variables
and employees job satisfaction. The relationshipseray job security & job satisfaction, achievemenjok satisfaction,
job responsibility & job satisfaction and work itsand job satisfaction are significant and positilhis research study
highlights the areas in which the organizationahager focuses to increase the individual and orgdional performance.

In order to increase the external validity of résfiliture research can be done using longitudiesigths.
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Pakistan
INTRODUCTION

Last the two decades the organization moves glpbaitapture the international market and whengamization
move than it must focus on its employees. that'sy wihganization used the HR policies such as devedop of
competencies, ethics, attractive work and mostlypleyers are focus on create jobs and conditions $htisfy the
employees (nielspors 2002).there are many factdishnis effect on job satisfaction. Dinham and $c(i998) stated

three factors that effect on job satisfaction mgit factors, operating factors and system lewebfa..

In 1959 the researcher Frederick Herzberg presemte factor theory. In this theory he argues thatre are
some factors which lead to satisfaction and othettlzat inhibit dissatisfaction. He argued that imadtonal factors (sense

of achievement, advancement opportunities, moralega job security) lead to employee satisfacttwarzberg, 1959).

The main objective of this research is to investighe impact of intrinsic motivational factors joi satisfaction.
Because in Pakistan the study related to intrimgtivation is not conducted so we are going to stigate this issue. This
research is following the studies (Hancer and G&02§03; smith et al., 1996; simons and Enz, 198&0) use distinct

intrinsic factors categories to explore job sattm.

In Pakistan employers focus on extrinsic motivaticeish compensation, incentives,) so industried@raps feel
much dissatisfaction on his jobs that's why theykenthe decision to turnout from the organizatiory. fdsearch objective
is to checked out the impact of intrinsic motivation job satisfaction in Pakistan. What is the iotpaf intrinsic

motivation on job satisfaction?

In this study we offer two contributions in a ligure. First, | investigate the some confirmatioisuiggestion that
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intrinsic motivation may importantfor employee’srfsemance (Bonner and Sprinkle, 2002). My secondtrifoution is

investigating the impact of intrinsic motivation employee’s job Satisfaction (Frey, 1997).

LITERATURE REVIEW

Job Satisfaction

20" century is the surroundings of global rivalry ancthis era mostly organization are focusing toiew the
competitive advantage over others. Now a day’s mbsetsearchers giving their attention to represtire career because
of technical innovation and global trends whichateel a blusteryecological context (Arthur and Reass 1996; Hall and
Moss, 1998; MirvisandHall, 1994; Osterman, 1994|i&n, 1999).In administration, it's contended ttsatisfied workers
may as well have higher performance(Alfonso SouszaR, 2000). Today all the assets are replicateepthuman assets
because the specific skills, expertise, experi@mceknowledge of an individual can’t be copied.itSmuld be a challenge
for an organization who to retain the knowledgeatgloyees. Many tools are used to retain the dragioyees but job
satisfaction is one of the best. Job satisfactiescdbed in many ways and defined contrarily in ynaasearches. Kartzell
(1964) said that there is compromise round jobstatiion, which is the verbal expression of anoidfls appraisal of
his/her job. Locke (1976) describe that job satisfm is positive feelings which is follow on thesessment of one’s job
or job experience. Robbins and Coulter (1996) defithat job satisfaction is a employee generatudti towards
job(Herzberg, 1968) Present a dual factor theorjobfsatisfaction which tells us there are two grad factor that can
lead the job satisfaction and job dissatisfactibob content-related facets (achievement, respdihgitsecurity, moral
values) lead to satisfaction. So job satisfact®rhie best forecasting tool of overall welfare.(leg 1989; Judge and
Watanabe 1993).

Job Security to Job Satisfaction

Job security is explained as one's hope abounattpjob situation. It involves relate to over tai of attractive
job characteristics such as low chance of advancemgportunities, current working conditions, awed-term career
opportunities (Greenhalgh and Rosenblatt, 1984hkmyg 1991, Greenhalgh and Sutton, 1991; Borg dimdrE1992 ;).
There are more than a few causes for the risirgalitire on this issue. One narrate to the largebeurof people
unwillingly jobless throughout the 1980 4.3 milligeople were lastingly transfer between 1985 argb1#lone (Herz,
1991). The significance of job security has enldrgad highlight in the last ten years employeesildfaek why they
change the organization (e Davy et al., 1991; rgcBner, DeWitt, Grover and Reed, 1990 ;). In th&tselies, theydefined
intrinsic job satisfaction lowers due to downsizimgergers, and restructuring as a cause of turf@®rockner et al.,
1990; .g. Davy et al., 1991,). So job security @adesult are effect on employee satisfaction. skturity was positively
and significantly related with job satisfaction @@am, Julik, Stepina and Brand, Ambrose, , 1986,Argold and
Feldman, 1982) and organizational obligation (&geen halgh, 1985; Arnold and Feldman, 1982), aedatively
connected with purpose to quit (e.g. Ashford et18189;Arnold and Feldman, 1982;).

H1: Job Security has a Positive Effect on Job Satisfact
Employee Achievement to Job Satisfaction

In this environment organizations are need efficemmd effective employees and managers so thahizegéon
achieves their objectives. Organizations cannotesedwithout their personnel efforts and commitm@nMohamood&

M Hossain, 2006)Than organization considered and used many tosl®fmployee job satisfaction such as: salaries,
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achievement, job security and workplace flexibilf§oustelios et al., 2003; Navaie-Waliser et a002; Ilies and Judg,
2003; Gigantesco et al., 2003; McNeese-Smith, 18&gen, 1993; De Loach, 2003; Chu et al., 2003jeFh2003).

Number of the researches pointed that the teadkéreficacy having a impact on student achievemmm success
(Moore & Esselman, 1992, 1994; Muijs &Rejnolds, 200Ross, 1992, 1998).The opportunities for indigidand

specialized development and achievement is on@efriost excellent predictors of job satisfactiogofhs et al., 2003;
Al-Ahmadi, 2002; Freeborn and Hooker, 1995; Witigal., 2003).

H2: Employees Achievement has a Positive Effect onShtisfaction.
Responsibility to Job Satisfaction

Responsibility generally refers to a personal’'stipgration with various job-related events and thesults
because the consequences have implications faruhigjueness (Britt, 1999). The Triangle Model, e¥hivas developed
by Schlenker, Britt, Pennington, Murphy, and Dopdt994), and shows the responsibility, is usuaying a triadic
relationshipsbetween event, the rules that regulsse events and the self images persons havefimmtel situations.
According to Britt (1999, p. 696), the “amount @sponsibility an individual feels on any given csioa is a direct
function of the strength of the links between thareents and the importance of the elements tonthieidual.” Schlenker
et al. (1994) empirically assessed the Triangle daad concluded that responsibility was indeedhdigvhen all three
relationships in the model were strong. Using thagiples prescribed by the model, the discrimimatand stereotypes
(the events), the pay inequity and biased poliilee rules and regulations), and the low self-cph@nd performance

expectations (the identity images) could all syrstically lower women'’s perceptions of their owrjeesponsibility.
H3: Job Responsibility has a Positive Effect on Jolsgation.
Work Itself to Job Satisfaction

Many managers in the organization admit that wattkagion is a cause of employee attitude in theanization
and this the area in which HR is manipulates thlgaoization programs and practices of managememt.rmidst critical
part of the job situation is the work itself whieh normally unnoticed by the researcher when timsgstigate the job
satisfaction. Some researcher belief that the witdation itself is most weighted in job satisfaatithat is called “intrinsic
job characteristics.” Studies shows that when #eled to employees to evaluate the job featurestti@amostly weighted
the job itself as a high (Judge & Church, 2000géusen, 1978). Some manager’'s belief that the payportant for
employees as compare to job attributes (interestingk,). But Kovach (1995) state that employeeskeanthe job
attributes as the highest and ranked pays agfifthber. All the major job satisfaction facets tharkitself is (challenging
work, variety & scope) is the most excellent préaticof overall job satisfaction (e.g., Fried& Fefril987; Parisi &
Weiner, 1999; Weiner, 2000). All the above arguredead to the following hypothesis.

H4: Work Itself has a Positive Effect on Job Satisfacti
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THEORETICAL FRAMEWORK

Achievement

Work Itself

METHODOLOGY
Sample

The respondents of this study are the employe#seafity of Islamabad, which is capital of Pakistard familiar
as intense and culturally dissimilar city (popudatiof Islamabad is having a different backgroundalbise they belong to
all over the Pakistan). | don't debate that the leyges of that city totally characterize the samgfi€®akistan, but | just
describe a universal picture that how differenttdex effect on the employees satisfaction on tHe joused the
convenience sampling technique for collecting taeadThe survey questionnaire was filled by respanhdor the period
of November to December 2012. About 205 questiogrsawere floated among respondents, out of whidh Were

received and 182 were usable. So the responswast88%.
Variable Measurement

Dependent variable is job satisfaction and indepatalvariables are job security, achievement, vitsekf and
job responsibility and all these items are measbiedsing the scale of (Patricia Huddleston andi&iK. Good 1999) in
which they used eleven questions to measure thasables by using the lickert scale (1 = stronglyadree and 5 =
strongly agree) scales have good reliability ar$éhscales are best to get the information abayi@eThe sample of the
guestionnaire is (Up to what extents you have teike a chance do something that creates your waloeganization).
The reliability of job satisfaction (.770) job seitu (.739) achievement (.987) job responsibili#99) work itself (.903).

Table 1 describe Demographic data of respondertdst of respondents were male 75 percent and 2%mmerc

female. Most of the respondents are below 40 y&&a%) of age, 55 percent between the respondemtsremarried
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Table 1: Demographic Characteristics

Percent
Age
18-25 37
26-35 54
36-45 09
46 and above 0
Gender
Male 75
Female 25
Marital status
Married 45
Unmarried 55

ANALYSIS AND RESULTS DESCRIPTIONS

Table 2: Mean Standard Deviation, Alpha Reliabilityand Correlation

15

Mean SD JS Res Ach Sec Wr
JS 3.04.955 (0.770)
Sec 3.22 .99 783" (.739)
Ach 3.261.08 794" 867" (.897)
Res 3.17 1.05 821" 849" 867" (0.899)
Wr 3.431 .13 784" 856" 819" 767 (.903)
Correlation is significant at the 0.01 level (2ed). N=182,
JS=job satisfaction, Sec=Security,
Ach=Achievement, Res=Responsibility, Wr=Work itself

In table two | calculate the mean, standard dexiasind correlation of all variables which are usetlypothesis

test. And | show the standard deviation, meanabéity and correlation of each variable in tableT® test the reliability
of variables | used the cronbach alpha technique.vialues of cronbach alpha for all the variabjeb Gatisfaction
.770>.70),security (.739>.70) , achievement (.89@}.responsibility (0.899>.70) and work itselfq3%.70)I was studied
significant at 0.70 level and this level was recaenaed by (Nunnally, 1978) and this level was alBsmommended by

(Ndubisi, 2006).When | analyze the table 2 , thaee the correlation among job satisfaction andarsibility, JS and

achievement, and JS and security, JS and work #eelpositive correlate at 0.01 level. In my as#the value of multi

co linearity within all the independent variable® d&ss than 0.80, so there is no multi co lingagiists between the

independent variables. | found the support of Guitiset al., (1999) study related to the multi ceérity.

Table 3: Regression Analysis

Model Un standardized Coefficients Sé%';?r?crg ﬁfsd T Sig. R?2
B Std. Error Beta
(Constant) .339 131 2.581 .011
Sec .236 .073 .244 3.248 .001
1 |Ach .208 .072 237 2.903 .004 0.731
Res .220 .093 242 2.367 .019
Wr .165 .067 .196 2.455 .015
Dependent Variable: Job Satisfacti
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Table 3 describes the regression analysis amomgpmeibility; achievement, security & work itselfeathe
independent variable &job satisfaction as a depenndariable. The end result of regression tablewshohat the
connection among job Security and JS is positivé significant $=0.244,p<0.05). The beta values of job security
describe that if one unit increases in job secuhign job satisfaction will increased by 24 perc@ie value is significant
because it is lower than 0.05 that's why (H1, jelowity is positively affects job satisfaction) ascepted. This study
confirms the finding of (Arnold and Feld- man, 1982dham, Julik, Ambrose, Stepina and Brand, 1986).

Relationship between achievement and JS is sigmifi$=0.237,p<0.05) it describe that if one unit increase in
achievement then job satisfaction will be increasg@3.7 percent; (H2, achievement positively affgob satisfaction) is
accepted. . Our findings provide the same resudtsvith previous studies of (Lyons et al., 2003; Aklmadi, 2002;
Freeborn and Hooker, 1995; Wittig et al., 2003).

The relationship between responsibility and J$gsificant (3=0.242,0<0.05) it describe that one unit increase in
responsibility than job satisfaction will be incsed by 24.2 percent. These findings support (H3¢chwivas proposed that
responsibility has positive effect on job satisiaa}. This study confirms the findings of Schlenkemal., (1994)

Similarly work itself and JS is significan$£0.196,p<0.05) it describe that one unit increase in wasklIf than
job satisfaction will be increased by 19.6 percéiitese findings support (H4, which was proposed Wk itself has
positive effect on job satisfaction).This study fions the findings of (Hochschild, 1979, 1983).

The value of Rvalue is (B=0.731) it shows fitness of good of model. And éxplanatory power of our model
means that 73.1 percent of the model is explaimbd.p value for heteroskedasticity is also gretiten 0.05 so there are

no chances of heteroskedasticity in our data.
DISCUSSIONS AND CONCLUSIONS

The purpose of this study is to investigate thecatfbf intrinsic motivational factors (job securigchievement,
responsibility and work itself) on job satisfactionhe results show that intrinsic motivational tast are significantly

related to employee’s job satisfaction.

According to the (Lam et al., 2001) work itself ydaa key role in employee job satisfaction. Empéogeeativity
enhances the company ability for gaining competitadvantage. This study reflects that in orders® the creativity of
the employees the company must provide them cliign competitive environments, and variety of tadk will also
enable the employees to enjoy their job and hasenae of pride about it. Employees feel motivafeat getting variety

of task on same job and they appreciate their &eed

Employee’s places job security at a high level dehavioral and psychological attachment to an drgéon
(Arnold and Feld- man, 1982).Employees are the d®set for any organization to get sustained cothpethidvantage.
This study reflects that employees having job dgcwrill increase their loyalty, commitment, attanAnt and less
intention to quit. By providing job security to etopee organization retains its high intellectuapita within the

organization and gets fruitful results by usingtiséills.

This study indicates more consistent and strongkationship between job responsibility and job sattion
which was reported in past studies (Schlenker.etl8b4). This study reflects that higher job resplbility will engage

employees in large number of and diverse tasks emmburage their active participation in problemviw. The
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organizations focusing on continuous learning, njoberesponsibility, and problem solving activitifes employees will
led to decrease in setup times and increase engddapeolvement for process improvements. Whichmately expand

employee abilities, knowledge and skills to inceepsoduction of complex products.

Feelings of achievement have large effect on eng@ggb satisfaction (Hochschild, 1979). This stumtjicates
that employees having low feeling of achievemertgehmore intention to quit. Whereas high feelingschievements

will increase employee satisfaction and performaarmtless likely to quit, organization can do #tis low cost.
Limitations and Suggestions for Future Research

As there is always room for development, this stodmprises the views regarding impact of intrinsiativation
of employee job satisfaction by utilizing converdersampling, analyzing the views from short sanspde and conducted
in capital city of Pakistan Islamabad. Surveys wdistributed and filled mainly from teachers froiffetent universities.

Thus a more comprehensive study needs to be exdmiitie more generalizability by increasing sampae s

Studies on intrinsic motivation should be addedhwdiverse tools and approaches which might dematestr
addition to this field. Moreover, other dimensicisch as organizational innovational, risk attitudecharacteristics of
R&D employees should be incorporated in future istsidnodel to examine their effects. Furthermorenalgraphic
characteristics of employees may be providing néection for future studies such as gender, emmsyeccupation
sector (Govt or private).

Implications for Managers

These results could have implications for the mariagractice of intrinsic motivation strategie€elstructure
of employee job will have the opportunity to exgrékeir need for autonomy, competitiveness andas@sisociation to
fulfill intrinsic needs. Therefore, employees néedhoose to take part and to experience a sensecomplishment, and

have plentiful opportunity to experience with theéers.

This study provides helpful insights for manageridentify the importance of intrinsic motivation rfeheir
subordinate’s job, as well as increase in intrima@tivation will be increase the employee perforogarirhe contribution

of employee will lead the organization to achietgesirategic objective in a competitive environment
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