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ABSTRACT 

 
Identification of effective factors on creating job motivation is a necessity which can contribute to 
increase productivity and job satisfaction among faculty members of university. To identify internal and 
external factors of job motivation, the current research aims to determine effective factors on providing 
faculty members of wood and paper industry groups with this motivation. In this descriptive study, some 
61 members of faculties from universities throughout the country have answered to a 40 item 
questionnaire which was designed based on Herzberg’s two-factor theory. Data were analyzed by SPSS 
software in terms of redundancy distribution, means and standard deviation. The obtained results 
revealed that internal factors have been rated more important than external factors in creating job 
motivation by members of faculties. External factors in order of importance were: relation with others, 
how to superintend and supervise, job security, dominant policies of workplace, conditions of workplace, 
as well as salary and wage. At the same time the following trend existed among internal factors: nature of 
work, job promotion and development, job position, job responsibility, cognition and acknowledgment. 
Importance of the internal (motivation) factors was evaluated more than external (hygiene) factors in 
creating job motivation which was in agree with Herzberg’s theories. The most significant factors in 
creating job motivation were suggested to be nature of work and relation with others. 
 
Keywords: job motivation, faculty, job satisfaction, internal factors, external factors. 

 
1. INTRODUCTION 

 
Universities are the most important centers for educational and researching activities in any country. Thereby, 

faculty members of universities are known as the most significant ingredients of educational systems as well as the most 
basic elements of development and progress in the country. Development and progress of any country will be hastened 
further if faculty members of different university branches try to offer their services with improved quality [1]. When 
these members are not adequately confident and motivated for scientific activities and progress, the country would 
experience drastic scientific and economical difficulties [2]. Thus, it should be tried to identify and analyze various 
motivational bases and elements as well as the variables which form their behaviors [3]. Strong motivation or tendency 
to work is the main factor in creating efforts and personal activities [4]. Motivation is one important tool in exciting 
employee to produce effective and efficient result, create favorable workplace, and implement predefined plans 
successfully [5].  Faculty members form the main body of any university so they obviously have more importance than 
plans, activities, equipments and materials within the system [6]. Job motivation and satisfaction of the professors plays 
the key role in their performance. Inattention to satisfaction of the employee will cause relative suspension and inaction 
within the enterprise and finally, it’s gradual downfall [7]. Existence of job stress and dissatisfaction among faculty 
members can be threatening for their physical/psychic health and quality of life while precluding them from achieving 
personal and social development goals. Lack of motivation is effective on reducing presence in workplace and 
quality/quantity of work. Unclear future, lack of correct plans and lack of job security have been identified effective in a 
study [8]. Factors such as work attraction, enough salary, proper work conditions and nature of work, have been 
recognized as effective factors which increase job motivation among faculty members [9]. Moreover, results of studies 
on physicians employed in educational workplaces have uncovered that long work time, low salary and wage, lack of 
job security, job dependency, inadequate resources, have been noticed as factors related to job dissatisfaction and 
creation of stress [10]. Although the correlation between motivation of professors and success of students has not been 
proved yet, it’s direct relation with students’ confidence has been rather demonstrated [11]. One of job motivation 
theories is Herzberg’s two-factor theory. He believes that motivation is affected by motivation (internal) factors and 
hygiene (external) factors. Motivation factors, which are also known as psychic factors, arise due to implementation of 
work and cause personal satisfaction. They are identified as internal or psychic premiums necessary to promote job 
activities such as success, progress, acknowledgement and nature of work. On the other hand, identification of hygiene 
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(external) factors is required to secure and maintain health of the enterprise. These factors are generally related with 
workplace and job field while appoint employees within the enterprise. They include policy, terms and conditions of 
workplace, salary and wage, personal relations with colleagues, and job security [12]. Many researchers have been 
conducted in the country and abroad studying influence of motivation and hygiene factors on job satisfaction and 
motivation of employees. Some of these studies have verified greater importance of psychic factors on hygiene 
(external) factors in agreement with Herzberg’s theory, while some others have insisted on significance of the external 
factors [6, 8, 13-16]. Identifying effective factors on creating job motivation among faculty members is believed to be 
one necessity which can contribute to increase productivity, job satisfaction, successful planning for an exciting and 
useful workplace within the university [10]. Knowledge on the needs of faculty members is useful for prediction and 
interpretation of their behaviors in creating job motivation. This necessity must not be overlooked since motivation is 
the basic factor in creating activities. Successful managers of universities are those who recognize the effective factors 
to produce an environment which is capable of satisfying motivations for faculty members. Therefore, taking into 
account the importance of this issue as well as inexistence of similar studies, the current investigation was directed to 
determine the effective factors in creating job motivation within faculty members of wood and paper industry groups 
based on Herzberg’s theory. It’s obtained results can contribute to approach proper planning and increased job 
satisfaction and capability in addition to get academic goals. 
 

2. METHOD 
 

A thorough study was conducted on professors and members of wood and paper industry groups in Iranian 
universities (lecturer, assistant professor, associate professor, professor). To collect data, a researcher questionnaire 
based on Herzberg’s two-factor theory was prepared and adjusted using the existing papers and theses considering 
internal motivation (psychic) and hygienic (external) factors [6, 13-14, 17]. The tool for data collection was a 
questionnaire about personal information of faculty members including 40 questions from 11 factors of Herzberg’s 
theory. They were graded using point scale as very much, much, moderate, little and very little. Number of expressions 
in each factor (internal and external) has been offered below: 
5 questions for cognition and acknowledgment; 
4 questions for job progress and development; 
3 questions for nature of work; 
3 questions for independency and responsibility; 
2 questions for success and job promotion; 
3 questions for salary and wage; 
3 questions for dominant policies of workplace; 
5 questions for how to communicate with others; 
4 questions for job security; 
3 questions for terms and conditions and workplace; 
5 questions for how to superintend and supervise. 

Having filled the questionnaires, they would be collected for the purpose of data analysis. SPSS software was 
employed to count expressions about each one of five internal (psychic) factors and six hygiene (external) ones 
regarding the redundancy of choosing their importance. Further, score and scope of each choice were calculated (5 for 
very much and 1 for very little) in terms of average and standard deviation. 
 

3. RESULTS 
 

61 members of faculty were evaluated totally. The obtained results from 61 received questionnaires showed 
that 60 of them were male (98.4%) and just 1 female (1.6%), with 13 singles (21.3%) and 48 married (78.7%). 
From education level point of view, 38 participants had Master of Science (31.3%), while the other 42 participants had 
Ph.D. (68.9%). Regarding their scientific grads, 3 professors (4.9%), 3 associate professors (4.9%), 30 assistant 
professors (49.2%) and 25 lecturers (41%) have taken part. 

Age of 38 participants was 25-39 years (62.3%), 17 participants 40-49 years (27.9%) and 6 participants more 
than 50 years (9.8%). Experience of 35 participants was 1-9 years (57.4%), 14 participants 10-19 years (23%), and the 
remaining 12 participants more than 20 years (19.7%). 

34 people were members of Azad University (55.7%) while 20 people were members of State Universities 
(32.8%) with the remaining 7 people being members of research centers (11.5%). 
Monthly salary of 8 participants was less than 500,000 tomans (13.1%), 17 participants between 500,000-800,000 
tomans, and 36 participants more than 800,000 tomans. 

Among the 23 hygiene (external) factors effective on creating job motivation, communication with others 
recorded the highest average of 3.62 (0.65) while salary and wage achieved the lowest average of 2.39 (0.72). 
Meanwhile,  out of the 17 motivation (internal) factors effective on creating job motivation, nature of work recorded the 
highest average of 3.87 (0.65) while cognition and acknowledgment achieved the lowest average of 2.88 (0.77) (table1). 
Average score for combined hygiene (external) factors of job motivation in order of importance were: communication 
3.62 (0.65), how to superintend and supervise 3.08 (0.63), job security 2.98 (0.62), policies of workplace 2.89 (0.65), 
conditions of workplace 2.74 (0.65), wage and salary 2.39 (0.72). 
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Average score for combined motivation (internal) factors of job motivation in order of importance were: nature 
of work 3.87 (0.65), job progress and development 3.36 (0.07), Job position 3.14 (0.87), job responsibility 3.13 (0.72), 
and cognition and acknowledgement 2.88 (0.77). 

 
Table1. Effective factors on creating job motivation among faculty members of wood and paper group 

Effective Factors Average Score Average Standard Scope 
Wage and Salary  2.39 (0.72) 

In accordance with life needs 2.1 (0.84)  
In accordance with life needs 2.48 (0.87)  
In accordance with life needs 2.58 (0.91)  

Policies of Workplace  2.89 (0.65) 
Clear regulations 3.05 (0.99)  

In accordance with existing expectations 2.85 (0.96)  
Relevant and clear encouragements and punishments  2.87 (0.83)  

Communications  3.62 (0.65) 
Communication with managers 3.25 (0.95)  

Communication with other members of faculty 3.82 (0.79)  
Communication with group head 3.85 (0.93)  

Communication with other employees 3.8 (0.77)  
Communication between counterparts 3.42 (1.07)  

Job Security  2.98 (0.62) 
Justice and indiscrimination by managers among members 2.8 (1.02)  

Facilities to avoid work accidents 2.55 (0.75)  
Proper facilities for social security programs  3.57(1.02)  

Amount of job security (job safety) 3.02 (1.12)  
Conditions of Workplace  2.74 (0.96) 

Physical conditions of workplace (light, noise, pollution, etc.) 3.15 (1.5)  
Proper equipments, facilities and tools 2.75 (0.96)  

Welfare facilities 2.33 (0.83)  
How to Superintend and Supervise  3.08 (0.63) 

Simple access to managers when needed 3.48 (0.97)  
Direct supervision of managers on your job 3.05 (0.95)  

Non-direct supervision of managers on your job 3 (0.9)  
Evaluation of managers from your job 2.91 (1.02)  

How managers superintend and supervise 2.86 (0.75)  
Cognition and Acknowledgment  2.88 (0.77) 

Acknowledged by colleagues for valuable activities  2.95 (0.91)  
Acknowledged by students for educational activities 2.95 (1.13)  
Acknowledged by managers for valuable activities 2.8 (1.05)  

University managers are responsible for professional problems 2.86 (1.02)  
Enough support by managers in legal reference 2.86 (1.18)  

Job Progress and Development  3.36 (0.7) 
Possible promotion of job development 3.41 (1.03)  

Possible further educations 3.82 (1.1)  
Facilities for participation in seminars and conferences 3.64 (0.97)  

Proper research facilities 2.54 (1.00)  
Nature of Work  3.87 (0.65) 

Ability to serve society by teaching 3.87 (0.9)  
Teaching job being valuable in viewpoint of society 3.49 (1.03)  

Being interested in teaching and being satisfied 4.29 (0.97)  
Job Responsibility  3.13 (0.72) 

Free to express your ideas and being responsible 2.98 (0.92)  
Using your opinions and critics in decision making 2.93 (0.93)  
Independency of educational and research services 3.44 (0.92)  

Job Position  3.14 (0.87) 
Possible promotion to higher scientific ranks in committee 3.62 (1)  

Direct interference in educational programs 2.61 (1.07)  
 

The abovementioned results illustrated that the average combined hygiene (external) and motivation (internal) 
factors for creation of job motivation were 2.95 (0.46) and 3.28 (0.56), respectively. The results also infer that the internal 
factors have been recognized more important than external factors in creating job motivation among faculty members. 

For the internal factors, data analysis revealed that ages of 25-39 years have selected nature of work, job 
progress and development, and job position in order of importance, while this selection within ages of 40-49 and more 
than 50 has exhibited this trend: nature of work, job progress and development, and job responsibility. 

Faculty members who were married selected nature of work, job progress and development, and job position in 
order of significance while the single members chosen the following trend: nature of work, job progress and 
development, and job responsibility. 
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Data analysis in terms of their academic ranks uncovered that faculty members including professors, associate 
professors, assistant professors and lecturers have altogether introduced nature of work as the most important factor for 
creating job motivation. 

Members of faculties of both Azad and State universities have noticed nature of work, and cognition and 
acknowledgment as the most and least important factors, respectively. 
The results of this research also demonstrated that all members of faculty have recognized communication and 
salary/wage as the most and least significant factors in population characteristics for creating job motivation, 
respectively. 
 

4. DISCUSSION AND CONCLUSIONS 
 
Importance of motivation (internal) factors in creating job motivation has been assessed higher than hygiene 

(external) factors by faculty members of wood and paper industries. 
All nurses of Shahid Beheshti Hospital have noticed internal factors more significant [16]. Results of this research 

was in accordance with Herzberg’s studies since he believes that hygiene (external) factors are necessary and their 
inexistence causes difficulties but does not motivate people to work. On the other hand, motivation (internal) factors lead 
to encouragement. Success and progress in work and job satisfaction are some instances of them [12 and 16]. 

However, all employees in Shahid Beheshti University of Medical Sciences and faculty members of Rafsanjan 
University of Medical Sciences have also assigned their higher activity and performance to the external factors [6, 13]. 
A similar study on teachers of Damghan has yielded analogous results [15]. 

Shafiei has concluded in his research that needs of faculty members do not conform to those of Maslow’s, 
which can be due to superior and social ideals of this society according to their values [9]. This difference can be 
attributed to the disparity between objectives under study and position of work within members of the faculty. 

Members of faculty have assigned the highest score to nature of work. A relevant research in Geneva 
University revealed that physicians who deal with health and hygiene of society, or teaching, training and educating 
students, have reported higher job satisfaction [11]. 

A study in Iran has uncovered that most physicians who are concerned with education of student to somehow, 
are generally satisfied with their job while they still complain about some special issues such as income, inadequate 
opportunities for study, way of supervision and management [17]. It seems that the professors enjoy educating students 
which affects their nature of work. 

Other motivation factors were introduced as job satisfaction, and job progress and development. In general 
health institute of Kuala Lumpur, having acceptable opportunities for employment and scientific promotion has been 
rated as one important and efficient factor in creating job satisfaction [18]. 

Another study indicated that the factor of job promotion has been effective on the amount of job satisfaction 
among employees of educational hospitals [19-20]. 

The factor of communication with others has been rated as good in prioritizing hygiene factors among faculty 
members of wood and paper industries. A survey in one American health enterprises has shown that well-established 
and rational relations between colleagues and managers can play a key role in creating job motivation and satisfaction, 
while proper and friendly attitude and establishing unstressed workplace by the managers have been noticed as much 
important in personal satisfaction [21]. 

Physicians who were engaged with educational activities in Swiss University, have also nominated good 
communications between colleagues, friendly and intimate relations with managers as important factors in job 
motivation and satisfaction [11]. 

Although status of management and leadership among faculty members of wood and paper industry groups is 
not at a superior level, professors are generally satisfied with their current conditions and it seems that they are happy 
with their relations with managers and other members. Management abilities and human relations, is known as one 
selection criteria for the professors. 

Members of faculty have introduced job security as the third important external factor in creating job 
motivation. Shafiei argues that facilitating job security and existence of supportive regulations for these members can be 
rated as the most significant factor in raising their job satisfaction and performance [9]. Physicians have also recognized 
job security effective on insufficient presence within clinical environments, while unclear future and lack of correct 
social plans can suffer them more than anything else [8]. Once an employee is satisfied with his and her job security, he 
and she will no longer sense danger. Thus, existing stable and comprehensive rules are the most important factors in 
creating job security. 

Receiving salary and premiums for honorable life, is a certain right for all society members. Although the 
salary and premiums of professors have increased in recent years, this fact has not been identified as an effective factor 
on creating job motivation. Results of this study about wage and salary were similar to the research conducted on 
Physicians’ Society of Kurdistan. They believe that low salary and income was a significant factor which reduces job 
motivation and satisfaction of the physicians [6]. Another study in Urmia University discovered that about 94% of 
nurses were not satisfied with their wage and salary and just 6% of them were satisfied [22]. 

A Research on Portuguese physicians specified that they have tendency to change their job whenever possible 
because of their low income [6]. Payments can be regarded as a strong motivation and stimulus, but unfairly 
standardized job classifications can yield a payment policy which will cause dissatisfied employees [23]. However, 
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ranking the factor of wage and salary as the least important factor by members of faculties is indicative of their lower 
expectations in comparison with other jobs. 

Taking into considering findings of the current research, it can be concluded that the responsible decision 
maker and policy makers, must consider the importance of effective factors in creating job motivation within 
universities and try to train creative susceptible labor through proper work place having job security, peacefulness and 
facilities such that the professors can concentrate only on education and research. In this regard, looking at difficulties 
of economy and employment, conditions of workplace and creating variety in job and timely acknowledgments, can 
provide the members of faculty with internal motivations and can simultaneously prevent inaction in education, 
research and their professional tasks in general. 
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