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Abstract 

The key resource for the achievement of institutional objectives and enhancement of high 

quality education are teachers. Well motivated and satisfied teachers cultivate the 

successful education system in the country. Thus, the present study attempts to observe 

the impact of motivation and experience on job satisfaction of teachers through the 

perspective of Herzberg’s ideology of employee motivation and job satisfaction by 

conducting the comparative study of both public and private sector universities in 

Karachi. The sample was purposively drawn from 300 teachers and the data was 

analyzed by using partial least squares - Structural Equation Modeling (SEM). 

Additionally, significant differences were found in the job satisfaction and motivation 

level among private and public university teachers. The presented findings embrace the 

implications for higher education institutions and HR practitioners. 
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Introduction  

Education is considered as the primary organization for a country and plays a dominant 

role in its development (Stankovska et al. 2017)
1
. Higher education institutions (HEIs), 

are recognized as a source that creates and cultivate knowledge and regarded as 

awareness production institutes for various fields and domains of life and ensures high-

quality education (Khalid et al., 2012)
2
. In higher education institutions, teachers are a 

key resource and hold a major role in determining the achievement of institutional 

objectives and fostering a successful education system. Bently et al.
3
 (2013) postulated 

that in order to determine the success of university’s mission and vision, a vital 

contribution is made by teachers, and the said contribution relies on sufficient level of job 
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satisfaction among them. Likewise, it is argued by Machado-Taylor et al.
4
 (2010) that 

among teachers, the essential elements which contribute towards the quality of education 

provided by universities are motivation and job satisfaction. Also, job satisfaction among 

academic personnel is crucial for student’s satisfaction as it creates the highest impact on 

the learning of students and enhancing the quality of education.  

According to Hezberg (1959), “job satisfaction is a measure of an employee’s over-all 

attitude towards his job, whether he likes or dislikes it”
5
. In addition, according to 

Kalleberg (1997) it is the “overall affective orientation on the part of individuals toward 

work roles which they are presently occupying.”
6
. It is evident from the discussed 

definitions that, the performance of employees and the overall productivity and 

organizational success depends on the satisfaction of its employees and thus the same 

phenomenon of human behavior is followed in the education sector also. The major 

sources of job satisfaction are working environment, income, age, experience and the 

level of motivation among employees (Fritsche, 1996)
7
. Motivation refers to the “inner 

drive that pushes individuals to act or perform a specific task” (Locke & Lethem, 2004)
8
. 

According to Pinter (1998) motivation with the job is “the set of internal and external 

forces that initiate job-related behavior and determine its form, direction, intensity, and 

duration”
9
. From the discussed definitions it can be stated that job motivation stimulates 

the process of goal achievement among individuals and generates the required behavior 

aimed at achieving the targeted goal. The satisfaction level of an individual with the job 

is determined by the extrinsic and intrinsic motivation factors, with their social 

connectivity among the colleagues, and from the degree to which the goals of an 

individual are achieved. The factors that account for intrinsic satisfaction comprises the 

responsibility and underlying teaching activities, whereas the extrinsic factors of 

motivation that affected teacher’s satisfaction include, compensation packages, the 

climate of the organization, supportive work environment in form of support from 

supervisors and co-workers and facilitating working conditions. It is more likely that the 

satisfied and motivated teachers possess high enthusiasm for goal achievement and 

contributes towards the success of the institution form which they are associated with 

(Daft, 2005)
10

.  

Rationale of the Study  

Around the globe, a plethora of studies examined the trend that exists on job satisfaction 

and motivation towards work but the scarcity of findings was observed in the local 
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environment specifically in the context of higher education institutions and teachers. 

Currently, according to the Higher Education Commission of Pakistan statistics (2019), 

there are 197 universities in Pakistan, in which 117 are public universities and the 

remaining 80 are private universities. A number of HEIs are operated in Karachi, Sindh. 

Presently, there are 31 private universities and 15 public universities are imparting higher 

education in the fields of medicine, engineering, agriculture, veterinary sciences and 

general disciplines in Karachi, Pakistan.
11

 

In HEIs, job satisfaction of teachers becomes crucial for ensuring the quality of education 

and satisfaction among students. Moreover, it is also concerned with the economic 

development of the country. During the last few years, the active role played by HEC in 

Pakistan exerts increased pressure on higher education institutions for quality 

enhancement. Thus, in the present scenario, the satisfaction and motivation of teachers 

become more essential with the increased number of competition among the institutes 

specifically in the private sector imparting higher education within the country. The 

attractive compensation packages and benefits are offered in order to recruit the best 

talent and offering high-quality education. Whereas, in public sector, the focus is only 

directed towards salary to boost teacher’s motivation and satisfaction levels which makes 

it difficult for them to compete the diversified compensation packages offered by the 

private sector in form of career development opportunities, empowerment of teachers, 

effective performance appraisal systems and skills development through training. 

However, the limited findings within the perspective of motivation and level of job 

satisfaction of teachers in higher education institutions in Pakistan emerges the need for 

further exploration that how the job satisfaction of teachers in Pakistan is affected by the 

motivational characteristics including intrinsic and extrinsic motivational factors which 

are present in their working environment and how their demographic characteristics 

affect the relationship between the two.  

Objective of the Study  

Based on the aforementioned observation, the present study aims to examine the impact 

of motivation and demographic characteristics on job satisfaction of teachers through the 

lens of Herzberg’s ideology of employee motivation and job satisfaction by conducting 

the comparative study of both public and private sector universities. The higher education 

institutes of Karachi, the largest city of Pakistan was selected for the analysis. 

Additionally, the purpose is to attain a deeper understanding regarding the level of job 

satisfaction phenomenon and the factors associated with it by answering the research 

question concerning the impact of motivation and experience on job satisfaction among 

university teachers of public and private sector in Pakistan. The earlier studies have 

examined job satisfaction through different statistical approaches as per the study 

objectives. However, in the present research, the job satisfaction among teachers and 

their level of motivations are analyzed by using “structural equation modeling (SEM)” 

approach in order to make a methodological contribution to present the comparisons 

between motivation and satisfaction levels among the teachers of public and private 
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universities. The study also makes an empirical contribution with the fulfillment of the 

literature gap that exists in the context of higher education institutions pertaining to job 

satisfaction.  

Significance of the Study 

The current research holds significance for the human resource practitioners, Human 

resource managers and authorities of higher education institutions to deal with the issue 

of teacher’s motivation and satisfaction enhancing the quality of education. The results of 

the study provide the basis for an in-depth understanding of the factors that account for 

motivation among teachers and the implementation of HR practices that led towards job 

satisfaction. 

Structure of the Study  

The rest of the paper comprises of the following sections. In section 2, the background of 

the conceptual framework and the development research hypotheses are reported. Section 

3 describes the methodology of research, whereas, in section 4, the statistical analysis of 

data and results are presented. Finally, the study is concluded in section 5.  

Conceptual Model and Hypotheses Development  

Conceptual Background 

The present research uses a theoretical concept on the basis of Herzberg’s framework of 

‘employee motivation and job satisfaction’
12

. The idea of “employee motivation” 

proposed by Herzberg provides a perspective through which the variables that lead to job 

satisfaction among teachers are categorized. Herzberg (1959), identified two essential 

factors that affect job satisfaction and dissatisfaction among employees in his classical 

study “The Motivation to Work”. An interview of 203 managerial employees had been 

taken and the respondents were asked regarding the reasons behind their satisfaction and 

dissatisfaction with their work. These two factors are: motivation and maintenance. 

Maintenance factors which are also called as hygiene factors are the ones that are 

exclusive of the individual’s perception of his/her job, instead they are organizational 

factors comprises of culture of the organization, policies of the company, working 

conditions, and support from supervisors and co-workers. The underlying issues with 

these factors lead towards dissatisfaction with the job.  

On the contrary, it is argued that the major source of job satisfaction among employees 

are the internalized motivation factors which includes recognition, advancement 

opportunities, compensation packages and appraisal. A relationship had been described 

by Herzberg et al. (1959)
13

 between satisfaction with the job and motivational levels of 

the employees. It is argued that the determinants of job satisfaction are extrinsic and 

intrinsic motivational factors. Several studies have supported findings of Herzberg and 

found the strong association between motivational factors and job satisfaction (Srivasta et 
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al. 2010)
14

. Therefore, the utilization of Herzberg’s insights concerning the work 

motivation found to be a perspective with high explanatory power that predicts the 

factors which are affecting job satisfaction among teachers. Based on the above 

discussion, the study incorporates the following research model presented in figure 1 by 

taking into account the motivational characteristic comprising of “intrinsic and extrinsic 

motivation” as an independent variable that can predict the job satisfaction among 

teachers of private and public sector universities in Pakistan, whereas, demographic 

characteristics including age, gender, and experience are considered as moderating 

variable through which the nature of relationship between motivation characteristics and 

job satisfaction can be determined. 

 

 

 

 

 

 

 

 

 

 

Figure 1: Conceptual Framework 

Source: Author’s construction 

 
Hypotheses Development  

Job Satisfaction In the field of human resource management and organizational 

behavior, job satisfaction of employees had been considered a crucial element for the 

success of any organization, following this reason it has been considered a remarkable 

discussion perspective in various studies and the inclination towards this concept had 

been increased in recent years (Kosteas, 2011)
15

. Job satisfaction is defined by Locke 

(1983) as a “pleasurable or positive emotional state resulting from the appraisal of one’s 

job or job experiences” (p. 1328)
16

. Similarly, it is suggested by him that that the level of 

job satisfaction is associated with “the attainment of values which are compatible with 

one’s needs”. Job satisfaction explains the behavior of employees regarding their jobs 

and the fulfillment of assigned objectives. It revealed that what are the conditions that led 

towards employee happiness and what causes dissatisfaction (Ramayah et al. 2001)
17

. 
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Likewise, it is concluded by Rao (2005) that job satisfaction leads towards positive 

employee behaviors and is the result of higher motivation levels among the employees.
18

  

The key factors that determine job satisfaction level of employees includes monetary 

compensation, incentives, rewards and motivational factors. In comparison, the 

weightage of other benefits like non-monetary compensation in the determination of job 

satisfaction is less than monetary ones (Aswathappa, 2003)
19

. In the same way, the 

benefits of job satisfaction were discussed by Velnampy (2008)
20

, while studying attitude 

towards job and performance of employees. It is concluded that job satisfaction exerts 

positive impact on employee performance and results in involvement with the job and 

cultivates the feeling of organizational commitment among employees.  

In the same vein, it is indicated by Bently et al. (2013)
21

, that in higher education 

institutions, the satisfaction of teachers with their job is considered as the determinant of 

success. It is postulated that in order to ensure the performance of academicians’, it is 

essential to provide the healthy working conditions and climate which not only results in 

job satisfaction but also boost their level of motivation. Also, it is evident from the 

research findings that a healthy working climate comprises of several factors including 

facilitating working conditions, interpersonal relationships, academic support, 

compensation packages, and opportunities of promotion along with skills development 

etc. (Noordin & Jusoff, 2009)
22

. However, it is suggested by Lufthansa (2005)
23

 that it is 

mandatory for an organization to direct its attention towards supervision, promotions, pay 

scales, work environment and motivational factors in order to ensure high level of 

satisfaction among its employees as the discussed factors are found to be the highest 

predictors of job satisfaction.  

Motivation Characteristics  

The word motivation originates from the Latin word “movere”, which refers “to carry or 

to move”. It is the force through which people are induced constantly to perform the 

specific tasks. Similarly, motivation is defined as the psychological phenomenon through 

which any behavior stimulates and it provides the direction of behavior, also it is the 

cause of its persistence
24

. A voluntary facet was added to the perspective of motivation by 

multiple researchers which is direction towards goal. Thus, the motivation of an 

individual is “a psychological process that initiates the arousal, provides direction and 
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results in persistence of actions that are directed towards a goal (Hellriegel & Slocum, 

1976)
25

. 

Within the perspective of academia, eleven motivational characteristics were identified 

by Sinclair (2008)
26

, which are specified into two dimensions namely, intrinsic and 

extrinsic factors. The factors that account for intrinsic motivation includes: “aspiration to 

working with students, intellectual stimulation, altruism, authority and leadership, self-

evaluation and personal and professional development”. Extrinsic motivation comprises 

of the following factors: “career change, working conditions, life-fit, influence of others 

and nature of teaching work” 

According to Milne (2007)
27

, among motivation programs for employees, the most 

favorable factors include rewards and incentives. And the satisfaction among employees 

with their jobs is the result of external conditions and psychological circumstances. In 

addition, the achievement of motivation depends upon the fulfillment of needs of the 

employees. Moreover, it is found that the rewards offered by an organization increase the 

level of job satisfaction among its employees. Salary appraisals and promotions are the 

strongest predictors of high level of employee motivation (Kiviniemi et al, 2002)
28

. 

Correspondingly, it is highlighted by Chiu et al. (2002)
29

 that, the motivation level of 

employees are affected by merit based pay systems for achieving the specific goals. And 

the progress of organizations depends upon the successful implementation of motivation 

and reward programs which results in high growth and performance along with the 

highest level of motivation. 

Motivation Characteristics, Demographic Characteristics and Job Satisfaction  

The organizational success is driven by the mutual efforts of its concerned members. 

Several motivational characteristics plays a prominent role in governing the relationship 

of employees and organizations as it determines the level of job satisfaction, which is 

found to be the strongest factor for growth and goal achievement. It is summarized by 

Bentea (2012)
30

 that employee motivation is significantly associated with employee 

performance and satisfaction levels both at organizational and individual end.Moreover, a 

number of factors had been explored in earlier research findings that contributed towards 

the high or low level of job satisfaction among the employees such as an organization’s 
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mission and vision, its management system, supervisor relationship, interpersonal 

connectivity with colleagues, pay and benefits structure and motivation. 

Likewise, a close linkage between motivation and job satisfaction was it evident in the 

prior literature. It is found by Noordin and Jusoff (2009)
31

 that the job satisfaction of 

teachers depends upon their motivation levels. The higher the level of motivation, the 

higher job satisfaction was attained. On the contrary, the low motivation level of teachers 

led towards low level of job satisfaction among them. In addition, Nadim (2012)
32

, 

summarized in the study findings that a fundamental role is played by employee 

motivation in determining the level of job satisfaction among teachers. He confirms that 

motivation characteristics are the factors that causes satisfaction behavior among 

employees and give them an optimistic view.  

Similarly, the predictors of job satisfaction are divided in to three factors which includes: 

intrinsic factors, extrinsic factors and autonomy. “The desire to teach, smooth 

interpersonal relationships between students and teachers, emotions of self-efficacy, 

recognition and praise and enthusiasm of achievement” lies under the umbrella of 

intrinsic motivational factors. On the other side, the elements of extrinsic motivational 

factors are “facilitating working conditions, monetary rewards, pay scale, and promotions 

etc.” which contributed a lot towards teacher’s job satisfaction levels and boosts their 

inspirations of teaching (Sharabyan, 2011)
33

. 

Furthermore, it is explored in prior researches within the context of higher education 

institutions that demographic characteristics comprising of the variables such as age, 

education, income, tenure, working experience, current position and income have a 

significant statistical role in determining the relationship between motivation and job 

satisfaction among employees(Msuya, 2016)
34

.Therefore on the basis of the reviewed and 

discussed literature, the present study hypothesized that: 

H1: There is a significant association between extrinsic motivation and job satisfactions 

among university teachers. 

H2: There is a significant association between intrinsic motivation and job satisfactions 

among university teachers. 

H3: Total teaching experience moderates the relationship between extrinsic motivation 

and job satisfactions among university teachers. 
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No.4(2012):25. 
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Satisfaction and Second Language Pedagogy. Procedia-Social and Behavioral Sciences, 30, (2011): 1071-1075. 
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International Journal of Educational Administration and Policy Studies, 8, No.2(2016): 9-16. 
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H4: Total teaching experience moderates the relationship between intrinsic motivation 

and job satisfactions among university teachers. 

Research Methodology  

In order to investigate the impact of motivational characteristics including extrinsic and 

intrinsic motivation on job satisfaction among public and private university teachers 

along with the moderating effect of demographic characterizes, the following 

methodology is employed by the present study. 

Target Population and Research Design 

The target population selected for this study were the teachers of public and private 

universities of Karachi. The sample was drawn in line with the study objective through a 

purposive sampling approach in order to select the respondents from both public and 

private sector universities. The reason behind the selection of this approach is its 

concentration on respondents with the specific characteristics who are able to assist in 

achieving the purpose of research (Etikan et al. 2016)
35

. 

Moreover, the research design of the present study is based on correlation. As the study 

aims to investigate the impact of motivation on job satisfaction of university teachers 

along with the moderating effect of experience. The hypothesized relationships were 

analyzed on correlation basis in order to find out their significance or insignificance 

along with the explanatory power of the selected variables. 

Research Approach 

Research approach or research philosophy embraces the overall paradigm of the research. 

The philosophical approach for the present study is quantitative. The motive behind the 

selection of this approach is to analyze the impact of motivation and experience on job 

satisfaction among university teachers of public and private sector in a more detailed 

manner as it enables profound understanding of the research problem and potential 

consequences (Newman and Benz, 2006)
36

. 

In the present study the conceptual framework is developed on the basis of reviewed 

literature. It is assumed that motivation characteristics in the organization creates an 

impact on job satisfaction of university teachers in both private and public sectors. It is 

further proposed that experience and other demographic characteristics moderates the 

relationship between motivation and job satisfaction. The conceptual relationship is 

supported by the job satisfaction and motivation framework proposed by Herzberg in 

1959. 
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Sample Size and Data Collection 

The data collection tool selected for the purpose of data collection is questionnaire. A 

survey was conducted for obtaining the responses through sending the questionnaires to 

teachers belonging to private and public sector universities. 

The sample size for the present study is 330 respondents from whom the participation is 

taken through a survey based on questionnaire. The sample size is proposed on the basis 

of guidelines provided by “Comrey and Lee (1992), according to the book, the sample of 

50 is considered as poor, 300 as good, 500 as very good and 1000 was considered as 

excellent sample with respect to factor analysis. Initially a pilot study with 50 

respondents is conducted in order to test the reliability and validity of the measurement 

instrument.” After completion of data collection, 300 valid responses are selected for data 

analysis after the removal of unqualified responses and outliers and the finals ample 

sample consists of 150 private university teachers and 150 public university teachers. 

Measurement instrument 

All the measurement items were adapted from the prior literature. The details of the 

adapted scales are given below: 

Measurement Instrument Source 

Job satisfaction Saleem et al. (2010) 

Intrinsic Motivation Raza et al. (2015) 

Extrinsic Motivation Stankovska et al. (2017) 

 

Statistical Techniques  

The research model is analyzed with, “PLS-SEM partial least squares method to 

structural equation modeling”. Data is analyzed through two sub models i.e. measurement 

model and the structural model by using the smart PLS 3.1.6 (Ringle, Wende, & Becker, 

2015)
37

. 

Moreover, the convergent and discriminant validity of the scales have been assessed. For 

the evaluation of convergent validity, individual factor loadings, Cronbach's α, composite 

reliability (CR) and average variance extracted (AVE) scores were analyzed. The 

criterion of Fornell & Larcker (1981) were also used for convergent validity which is the 

degree of confidence to which a trait is well measured by its indicators. For evaluating 

discriminant validity, firstly the square root of AVE for each construct were analyzed 

through summary statistics. Secondly, the cross loading analysis were evaluated along 

with heterotrait-monotrait ratio of correlations. 

                                                 
37 Ringle, C. M., Wende, S., and Becker, J.-M. SmartPLS 3, SmartPLS GmbH: Boenningstedt: 2015 

http://www.smartpls.com/
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In addition, to determine the predictive relevance of the hypothesized path model, 

blindfolding is performed Whereas, for determining the predictive accuracy of the path 

model, R² values are also determined.  

Ethical Consideration 

Voluntary participation was ensured throughout the process of data collection. Moreover 

personal information of the participants remained anonymous and utilized solely for the 

purpose of research. 

Data Analysis and Results  

Data was analyzed by using the smart PLS 3.1.6 (Ringle, Wende, & Becker, 2015)
38

. 

PLS-SEM holds popularity in a wide range of fields which includes organization 

management, accounting, hospitality management, operations management, tourism, 

marketing and management information systems (Hair et al. 2011, Ringle et al. 2015)
39

.  

The PLS-Structural equation model includes two sub models which are the measurement 

model and the structural model. The structural paths between the constructs are 

represented with the structural model which was used in order to determine the predictive 

power of the research model and for examining the relationships which are hypothesized. 

Whereas, the relationship between each construct and its associated indicators are 

represented with the measurement model, which was used to determine the reliability 

along with the convergent and discriminant validity of the research model. 

The reasons behind the PLS selection is that it allows the estimation of complex cause-

effect relationships with many constructs and indicator models without any restrictions 

on distribution of variables, especially when the objective is to predict the relationships 

(Wang et al., 2015). Moreover it is applicable on both small as well as large sample 

models, besides it enables flexibility with respect to the requirements of data and 

relationship specification between indicator variables and constructs (Hair et al., 2011)
40

. 

Demographic Analysis  

The profile of the respondents in terms of age, gender, education level, experience, and 

university sector in which they are working are represented below in table 1. 

  

                                                 
38 Ibid. 
39 Hair, J. F., Ringle, C. M., & Sarstedt, M. PLS-SEM: Indeed a Silver Bullet. Journal of Marketing Theory and 
Practice, 19, No.2(2011): 139-152. & Ringle, C. M., Wende, S., and Becker, J.-M. SmartPLS 3, SmartPLS 

GmbH: Boenningstedt: 2015 
40 Hair, J. F., Ringle, C. M., & Sarstedt, M. PLS-SEM: Indeed a Silver Bullet. Journal of Marketing Theory and 
Practice, 19, No.2(2011): 139-152. 

http://www.smartpls.com/


Job Satisfaction: Investigating the Role of Experience 

and Motivation of University Academicians in Pakistan 

238 

 

Table 1 

Profile of respondents (N=300) 

Demographic items Frequency Percentile 

Gender 

  
Male 185 61.6% 

Female  115 38.33% 

 

Education level 

  Masters 89 29.66% 

MS/M. Phil 142 47.34% 

PhD 69 23% 

 

Age   

20-25 years 9 3% 

26-30 years  36  12% 

31-35 years 124 41.33% 

36-40 years 85 28.33% 

Above 40 years 46 15% 

 

University sector    

Private  150 50% 

Public 150 50% 

 

Experience 

  
Less than a year 27 9% 

1-3 years 125 41.66% 

4-6 years 73 24% 

7-9 years 45 15% 

Above 10 years 30 10% 

Source: Author estimations 
   

According to the statistics shown in table 1, with respect to gender, 61% are male 

teachers, while 38.33% of them are female teachers. The educational profile of 

respondents was according to the set criteria by the HEC Pakistan for university level 

teaching and fell into three categories. The educational level starts from Master’s Degree, 

than MS/M.Phil leading to the highest Degree PhD respectively. The data shows that, 
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29.66% had done Masters in their fields, majority of the respondents that is 47.34% have 

MS/M.Phil Degrees, whereas 23% of the respondents are PhD holders respectively which 

supports the HEC criteria for teaching faculty. 

In terms of age, a higher percentage of teachers which is 41% lies in the category of 31 to 

35 years of age, whereas 28% teachers were in the category of 36 to 40 years, 12% of the 

teachers were in the age category of 26-30 years and teachers who aged above 40 years 

are 15%, while only 3% teachers belongs to the age bracket of 20 to 25 years. 

Further, in terms of university sector, 50% of the teachers belongs to private sector 

universities of Karachi and the remaining 50% belongs to public sector universities. 

Similarly, with reference to total teaching experience, it implies that majority of the 

respondents i.e. 41% holds the experience of one to three years in the teaching 

profession, 9% of the teachers have an experience of less than one year, 24% of the 

teachers have an experience of four to six years, while 15% of the teachers holds an 

experience of seven to nine years and a few i.e. 10% were in the teaching profession from 

more than 10 years.  

Measurement Model Results  

Measurement model determine the reliability and validity of the construct. It is first 

evaluated by examining scale reliability, convergent validity and discriminant validity. 

Examining the reliability and validity of the construct  

Construct Reliability 

In the present study, construct reliability or internal consistency is measured in terms of 

“cronbach’s alpha, composite reliability and individual factor loadings” on their 

respective constructs. The results of the construct reliability are represented in table 2. 

It is shown from the table that all of the individual factor loadings are significant as they 

are above the proposed criteria of 0.55 (Tabachnik & Fidell, 2007)
41

, (Raza & Hanif, 

2013)
42

 and 0.7 (Hair et al., 2011)
43

. 

The composite reliability scores of each of the constructs construct including Extrinsic 

motivation, Intrinsic motivation and Job satisfaction satisfies the recommended criteria 

for it as it should be greater than 0.7 (Hair et al., 2011)
44

. It is indicated from the table 2 

that all Composite Reliability scores (EM = 0.855, IM = 0.740, JS = 0.822) which offers 

a better estimate of variance shared by the respective indicators, and cronbach’s α values 

(EM = 0.786, IM = 0.578, JS = 0.741) are greater than proposed level of greater than 0.55 

(Tabachnik & Fidell, 2007), which provides the support for scale reliability 

                                                 
41 Tabachnick, B. G., & Fidell, L. S. Using Multivariate Statistics, (2007). 
42 Raza, S. A., & Hanif, N. Factors Affecting Internet Banking Adoption Among Internal and External 

Customers: A Case of Pakistan, (2011). 
43 Hair, J. F., Op.cit. 
44 Ibid.  
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Convergent Validity 

The ‘Convergent validity of the construct is the degree of confidence to which a trait is 

well measured by its indicators” (Campbell and Fiske, 1959). For the evaluation of 

convergent validity, average variance extracted (AVE) scores were analyzed. Table 2 

represents the results of convergent validity. 

Furthermore, the criterion of Fornell & larcker (1981)
45

 was used for analyzing 

convergent validity of the proposed constructs comprising the path model i.e. extrinsic 

motivation, intrinsic motivation and Job satisfaction. For the adequate convergent validity 

the average variance extracted (AVE) values should be greater than 0.5. As indicated 

from the table all the scores of AVE are above 0.5 (EM = 0.644, IM = 0.596, JS = 0.638) 

so it can be stated that the research model fulfills the requirement of convergent validity. 

Table 2 

Measurement model results 

Construct  Loadings  Cronbach's 

Alpha 

Composite 

Reliability 

Average Variance 

Extracted (AVE) 

 0.727    

 0.619    

EM 0.673 0.786 0.855 0.644 

 0.867    

 0.776    

 0.732    

IM 0.789    

 0.539 0.578 0.740 0.596 

 0.764    

 0.725    

 0.595    

JS 0.558    

 0.786 0.741 0.822 0.638 

 0.678    

 0.603    

‘Notes: EM = Extrinsic Motivation, IM = Intrinsic Motivation, JS = Job satisfaction”  

 

 

 

                                                 
45 Fornell, C., & Larcker, D.F. Evaluating Structural Equation Models with Unobservable Variables and 
Measurement Error. Journal of Marketing Research, 18, No.1(1981): 39-50. 
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Discriminant Validity  

The discriminant validity “is the degree to which measures of different traits are 

unrelated” (Campbell and Fiske, 1959). It is analyzed by using cross loadings analysis, 

AVE analysis and heterotrait-monotrait ratio of correlation. 

Fornell & Larcker Criterion 

For the adequate discriminant validity, firstly the square root of AVE for each construct 

should be greater than the correlation involving the constructs (Fornell&larcker, 1981).In 

other words the diagonal which is shown in correlation matrix table 3 represents the 

square root of AVE and implies that the correlation matrix for each construct including 

Extrinsic motivation, Intrinsic Motivation and Job satisfaction is below the square root of 

AVE of each construct which fulfills the first criteria of the discriminant validity of the 

employed scale 

Table 3 

Fornell and Larcker Criterion 

Construct EM IM JS 

EM 0.737   

IM 0.709 0.781  

JS 0.645 0.629 0.662 

Notes: ‘EM = Extrinsic Motivation, IM = Intrinsic Motivation, JS = Job satisfaction”  

‘The numbers shown in bold face on diagonal represents the square root of AVE for each 

construct. While the off diagonal part shows the correlations’ 

Cross Loadings Analysis 

Cross loading analysis which is represented in table 4 shows that all the item loadings on 

their respective constructs were higher than all of its cross loadings, along with this the 

cross loadings differences were also greater than the proposed criteria of 0.1 (Gefen & 

Straub, 2005)
46

. 

Table 4 

Cross Loadings Analysis 

Construct EM IM JS 

EM1 0.727 0.533 0.438 

EM2 0.619 0.485 0.367 

EM3 0.673 0.475 0.431 

                                                 
46 Gefen, D., & Straub, D. (2005). A Practical Guide to Factorial Validity Using PLS-Graph: Tutorial and 
Annotated Example. Communications of the Association for Information Systems, 16(1), 5. 
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EM4 0.867 0.580 0.589 

EM5 0.776 0.543 0.518 

IM1 0.576 0.732 0.631 

IM2 0.465 0.789 0.602 

IM3 0.389 0.539 0.342 

IM4 0.544 0.764 0.554 

JS1 0.546 0.613 0.725 

JS2 0.387 0.408 0.595 

JS3 0.262 0.520 0.558 

JS4 0.458 0.637 0.786 

JS5 0.538 0.503 0.678 

JS6 0.310 0.327 0.603 

Notes: “EM = Extrinsic Motivation, IM = Intrinsic Motivation, JS = Job satisfaction”  

 

Heterotrait-Monotrait Ratio of Correlations 

Lastly the results shown in table 5 from the heterotrait-monotrait ratio of correlations 

implies that all the values signifies the discriminant validity criteria as none of them are 

greater than the suggested criteria of 0.9 (Gold et al., 2001)
47

, (Teo et al., 2008)
48

. 

Therefore it is evidenced that the results shown in table 3, 4 and 5 supports the 

discriminant validity of the employed constructs i.e. intrinsic motivation, extrinsic 

motivation and job satisfaction.  

Table 5 

Heterotrait-Monotrait Ratio (HTMT) 

Construct EM IM JS 

EM    

IM 0.885   

JS 0.819 0.580  

Notes: “EM = Extrinsic Motivation, IM = Intrinsic Motivation, JS = Job satisfaction ‘ 

 

Fitness of the research model  

Q - Square (Predictive relevance) 

In order to determine the predictive relevance of the hypothesized path model, 

blindfolding is performed. It is a sample re-use technique which allows the calculation of 

                                                 
47 Gold, A. H., Malhotra, A., & Segars, A. H. (2001). Knowledge Management: An Organizational Capabilities 

Perspective. Journal of management information systems, 18(1), 185-214. (K. 2003) 
48 Teo, T. S., Srivastava, S. C., & Jiang, L. (2008). Trust and Electronic Government Success: An Empirical 
Study. Journal of Management Information Systems, 25(3), 99-132. 



Journal of Social Sciences and Humanities  243 

Stone-Geisser's Q² value (Stone, 1974; Geisser, 1974)49, this value is used as an 

evaluation criterion for the cross-validated predictive relevance of the path model. The 

acceptable value of Q square should be greater than zero, it represents that the model is 

relevant to predict the factor (Garson, 2016)
50

. 

It is shown from table 6 that the Q square value of job satisfaction is greater than zero, 

i.e. 0.243 which indicates fitness of research the model. 

Table 6 

Cross Validated Redundancy of the construct 

Construct SSO SSE Q² (=1-

SSE/SSO) 

EM 500.000 500.000  

IM 500.000 500.000  

JS 600.000 454.118 0.243 

Notes: “EM = Extrinsic Motivation, IM = Intrinsic Motivation, JS = Job satisfaction’  

 

R Square (Predictive Accuracy) 

For determining the predictive accuracy of the path model, R²values are used as the 

criteria of evaluation. It is also referred to as the coefficient of determination. According 

to Chin (1998)
51

, the value of R square is substantial with 0.67, moderate with 0.33 and 

weak with 0.19.  

In the present study the R square of Job satisfaction is, 0.618 which indicates that 61 % of 

the variance in job satisfaction is explained by intrinsic and extrinsic motivation and they 

created moderate effect size with reference to given criteria by chin. 

Table 7 

R-Square 

Construct R Square Adjusted 

 

JS 

 

0.618 

 
Notes: “JS = Job satisfaction” 

 

                                                 
49 Stone, M. 1974. "Cross-Validatory Choice and Assessment of Statistical Predictions". Journal of the Royal 
Statistical Society: Series B (Methodological). 36, No. 2: 111-133. &  

Geisser, S. A Predictive Approach to the Random Effects Model, Biometrika, 61, No.1 (1974.):101-107. 
50 Garson, G. D. 2016. Partial Least Squares: Regression & Structural Equation Models. (G. David Garson and 
Statistical Associates Publishing, 2016) 
51 Chin, W. W. The Partial Least Squares Approach to Structural Equation Modeling. In G. A. Marcoulides 

(Ed.), Modern Methods for Business Research, (Mahwah, New Jersey: Lawrence Erlbaum Associates, 1998), 
295–336 
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Structural Model Assessment and Hypotheses Testing  

The assessment of the structural model is conducted in order to determine the predictive 

power and analyze the hypothesized relationships between the proposedconstructs 

through path analysis. The results of the structural model run for the analysis of teacher’s 

motivation and job satisfaction at public sector universities are presented in table 8. 

Table 8 

Path Coefficients- Public Sector Universities 

Path Coefficients Effect Type SRW T Statistics P Values 

H1 EM -> JS Direct Effect 0.207 2.060 0.040 

 

H2 IM -> JS 

 

Direct Effect 

 

0.646 

 

6.837 
 

0.000 

 

H3 Mod. Effect 1(EM -> JS) 

 

Moderating Effect 

 

0.149 

 

2.534 
 

0.026 

 

H4 Mod. Effect 2 (IM-> JS) 

 

Moderating Effect 

 

0.227 

 

3.892 
 

0.059 
Notes: “p < 0.1, t-value > 1.96 indicates significance, SRW = Standardized regression weight, EM = Extrinsic 

Motivation, IM = Intrinsic Motivation, JS = Job satisfaction”  

It is shown from table 8, that the regression path of Extrinsic motivation-> Job 

satisfaction is significant and implies that Hypothesis 1 is accepted and lying in the 

significance level (β=0.207, p<0.1) it examines the impact of extrinsic motivational 

factors on job satisfaction of teachers. Likewise, the regression path of Intrinsic 

motivation -> job satisfaction is also significant and implies that Hypothesis 2 is 

accepted and lying in the significance level (β=0.646, p<0.1). 

Also, the moderating effects of total teaching experience with extrinsic motivation and 

intrinsic motivation are shown separately and the significant results infers the acceptance 

of hypothesis 3 (β=0.149, p<0.1) and 4 (β=0.227, p<0.1) respectively. The results 

confirmed that as the experience increased the expertise with the job also increased and 

specifically in public sector, the rewards are designed on the basis of seniority and tenure 

of service that led towards satisfaction with the job.  

Furthermore, the statistical results derived from the data analysis of the private sector 

universities are shown in table 9. It is reflected from the table that extrinsic motivation 

creates a significant impact on job satisfaction of private sector university teachers(EM > 

JS, β=0.307, p<0.1).It implies thatthe teachers become motivated with the financial and 

non-financial rewards provided by the universities and experience high level of job 

satisfaction. In the same way, intrinsic motivation is found to be the strong determinant of 

job satisfaction among teachers also (IM -> JS,β=0.746, p<0.1). The discussed results 

provides the support for the acceptance of hypothesis 1 and 2 with respect to private 

sector.  
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Table 9 

Path Coefficients- Private sector universities 

 Path Coefficients Effect Type SRW T Statistics P Values 

H1 EM -> JS Direct Effect 0.307 3.060 0.070 

 

H2 IM -> JS 

 

Direct Effect 

 

0.746 

 

4.837 
 

0.000 

 

H3 Mod. Effect 1 (EM -> JS) 

 

Moderating Effect 

 

0.249 

 

0.034 
 

1.535 

 

H4 Mod. Effect 2 (IM-> JS) 

 

Moderating Effect 

 

0.327 

 

0.892 
 

1.892 
Notes: “p < 0.1, t-value > 1.96 indicates significance, SRW = Standardized regression weight, EM = Extrinsic 

Motivation, IM = Intrinsic Motivation, JS = Job satisfaction’ 

Therefore, is evident from the statistical significance that both extrinsic and extrinsic 

motivational factors are the strong predictors of job satisfaction among university 

teachers in both sectors as the benefits, rewards, recognition, praise, organizational 

support, facilitating working conditions, positive work environment and empowerment, 

all are the motivation driven factors that enhances the enthusiasm for work and results in 

higher satisfaction with the associated job. 

In contrast to findings from public sector universities, it is shown that in the private sector 

there is no effect of total teaching experience on satisfaction of university teachers with 

their jobs. As both the moderation effects i.e. with intrinsic motivation (β=0.249, p<0.1) 

and extrinsic motivation (β=0.327, p<0.1)were found to be statistically insignificant 

among the teachers belonging to private sector universities and infers the insignificance 

of hypothesis 3 and 4. 

The results demonstrated that there is no role of teaching experience in determining the 

strength of relationship between motivation and job satisfaction. Because in private 

sector, instead of experience, the compensation and rewards and recognition programs 

are designed on the basis of skills and merit. Hence, the factors that are considered 

important by teachers are the way in which they are valued by their universities and how 

they compensate for their services. 

In comparison, in view of the statistical results, the study confirms the significant 

differences between the level of motivation experienced by the teachers and its 

contribution towards job satisfaction among the both the sectors i.e. public and private 

universities. The underlying reasons are the dissimilarities in human resource 

management and employee relations policies designed to recruit and retain the talent 

inventory.  

Conclusions 

In view of the importance of job satisfaction of teachers for the enhancement of high 

quality education in higher education institutions, the study examined the impact of 

motivation and experience on job satisfaction of teachers in private and public sector 
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universities. For achieving this objective we first explore the motivational factors which 

leads to job satisfaction and then the role of experience in the field was examined in order 

to determine the relationship strength of teacher’s motivation and their job satisfaction 

levels.  

The results implies that intrinsic motivation and extrinsic motivation are the significant 

drivers of job satisfaction among teachers irrespective of the university sector, the 

differences were found with regards to the effect of total teaching experience. Moreover, 

the findings suggests that the perspective of work motivation and job satisfaction 

presented earlier by Herzberg’s is still verified as the relevant foundation for the 

determination of job satisfaction. As in the analysis, the study confirms that motivation is 

indeed a strongest predictor of job satisfaction. 

Managerial Implications and Future Recommendations  

The authorities of higher education institutions responsible for talent management should 

focus on the satisfaction and motivation driven rewards and compensation packages in 

order to retain its valuable faculty members who imparted quality education to the 

students and are the pivotal source for the success of the institutions. The universities 

specifically, the one operating in the public sector should design the reward policies in 

view of the performance of the teachers as compared to the private sector. Moreover, 

effective performance management and appraisal systems should be employed in order to 

gauge the performance and the satisfaction level of teachers. 

Moreover in view of the sample limitation to the universities of Karachi, it is 

recommended for the future researchers to take into account the country wide responses 

for increasing the generalizability of the research. Also, future studies should explore the 

factors that are responsible for extrinsic and intrinsic motivation for the effective 

implementation of those factors in universities to boost the level of motivation among 

teachers.  
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Appendix 

Strongly 

Disagree (1) 

Disagree 

(2) 

Neither agree nor 

disagree (3) 
Agree (4) 

Strongly Agree 

(5) 

S.R.No  Particulars (1) (2) (3) (4) (5) 

  

Intrinsic Motivation 

1 I am satisfied with the amount of variety of work in 

my job. 

     

2 I have no feelings of job insecurity at my 

university. 

     

3 I feel motivated with non-monetary rewards 

provided by my university. 

     

4 I am getting recognition for extra work at my 

university. 

     

Extrinsic Motivation 

1 I feel motivated with the procedure/promotional 

policies of my university. 

     

2 I get sufficient financial rewards to meet my 

expenses. 

     

3 I have a coach/mentor who keeps me alert & 

motivated to my work. 

     

4 I am satisfied with training and faculty 

development initiatives by my university 

     

5 I am satisfied with infrastructure and technological 

facilities for convenience of performing work. 
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Demographic characteristics 

Gender 

University 

sector Age Qualification 

Total Teaching 

Experience 

Male Public 20-25 years Masters Less than a year 

Female Private 26-30 years MS/M.Phil. 1-3 years 

  31-35 years PhD 4-6 years 

  36-40 years  7-9 years 

  

Above 40 

years  Above 10 years 

 

  

Job satisfaction 

1 I am satisfied with my present teaching job.      

2 I am satisfied with objectives and clearly defined 

human resource policies at my university. 

     

3 I am satisfied with my contribution in helping my 

students in achieving their personal and 

professional goals. 

     

4 I am satisfied with the opportunity to utilize my 

ability in my work. 

     

5 I am satisfied and feel enthusiastic about my work.      

6 I am satisfied with organizational culture of my 

university. 
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Path Coefficients 

 

 

 

 

  


