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ABSTRACT 

 

The main purpose of this study is to examine and gain a better understanding of the 

significant relationships between the Herzberg’s motivation-hygiene factors towards job 

satisfaction among executives at SYABAS. Within these two main factors there are 11 

dimension factors that researcher need to find out which one from the factor give most 

high impact towards job satisfaction. The dimension are listed was, motivator factors 

under the job content (achievement, advancement, work itself, recognition and growth).  

Second was, hygiene factors (company policy, relationship with peers, working security, 

relationship with supervisors, money and working condition). In this study convenience 

sampling was use to select executive from SYABAS Kuala Lumpur and Petaling Jaya, 

and researcher target the population was 150 employees. Questionnaires have been used 

to obtain the data.   Data which was gathered through questionnaires was analyzed by 

using statistical package for social science (SPSS) software 20. Researcher has 

conducted reliability, Pearson correlation and Regression analysis. The results show that 

hygiene factors were the dominant motivators among employee job satisfaction which is 

the dimension of relationship with the supervisor H9 are the leading factors in this study 

found by the researcher, hence show that hygiene factors are accepted .From eleven 

hypotheses developed, only eight hypotheses was accepted. There are three dimensions 

that have negative relationship between recognition, company policy and work security 

towards job satisfaction among executive at SYABAS, researcher need to reject the 

hypothesis H4 H6 and H8.  This study also is to suggest the management of the 

organization to review back needs and requirements of employees in the organization of 

SYABAS.  

   

 

Keywords:   Herzberg’s motivation-hygiene; job satisfaction, SYABAS executive Kuala 

Lumpur and Petaling Jaya. 
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ABSTRAK 

 

Tujuan utama kajian ini adalah untuk meneliti dan mendapatkan pemahaman yang 

lebih baik daripada hubungan yang signifikan antara faktor-faktor motivasi 

kebersihan Herzberg terhadap kepuasan kerja di kalangan eksekutif di SYABAS. 

Dalam kedua-dua faktor utama yang terdapat 11 faktor dimensi yang penyelidik 

perlu mengetahui yang mana satu dari faktor yang memberi impak yang paling tinggi 

terhadap kepuasan kerja. Dimensi yang disenaraikan itu, faktor-faktor pendorong di 

bawah kandungan kerja (pencapaian, kemajuan, bekerja sendiri, pengiktirafan dan 

pertumbuhan). Kedua, faktor kebersihan (dasar syarikat, hubungan dengan rakan-

rakan, keselamatan kerja, hubungan dengan penyelia, wang dan keadaan bekerja). 

Dalam persampelan kemudahan kajian telah digunakan untuk memilih eksekutif dari 

SYABAS Kuala Lumpur dan Petaling Jaya, dan sasaran penyelidik penduduk adalah 

150 pekerja. Soal selidik telah digunakan untuk mendapatkan data. Data yang 

diperolehi melalui soal selidik dianalisis dengan menggunakan pakej statistik bagi 

sains sosial (SPSS) perisian 20. Penyelidik telah menjalankan kebolehpercayaan, 

korelasi Pearson dan analisis regresi. Hasil kajian menunjukkan bahawa faktor-faktor 

kebersihan adalah pendorong dominan antara kepuasan kerja pekerja yang 

merupakan dimensi hubungan dengan penyelia H9 adalah faktor utama dalam kajian 

ini ditemui oleh penyelidik, itu menunjukkan bahawa faktor-faktor kebersihan 

diterima. Daripada sebelas hipotesis dibina, hanya lapan hipotesis diterima. Terdapat 

tiga dimensi yang mempunyai hubungan yang negatif antara pengiktirafan, dasar 

syarikat dan keselamatan kerja terhadap kepuasan kerja di kalangan eksekutif di 

SYABAS, penyelidik perlu untuk menolak hipotesis H4 H6 dan H8. Kajian ini juga 

adalah untuk mencadangkan pengurusan organisasi untuk mengkaji semula 

keperluan dan kehendak pekerja untuk mencapai kepuasan bagi kedua-dua pihak 

antara pekerja dan SYABAS. 

 

Keywords: Herzberg itu motivasi kebersihan; kepuasan kerja, ketua SYABAS Kuala 

Lumpur dan Petaling Jaya. 



vi 

 

ACKNOWLEDGEMENT 

 

Firstly, I would like to express my gratitude to Allah S.W.T. for His blessing for 

granting me the chance and the ability to successfully complete in this research. 

Alhamdulillah. I am grateful to my supervisor of this project, Puan Nor Pujawati bt Md 

Said for all valuable guidance and patience. She inspired me greatly to work in this 

research. Her willingness to motivate me contributed to my project until this research is 

structured.  Thank you. 

 

A big appreciation dedicated to the management of Universiti Utara Malaysia has given 

me the opportunity to learn the knowledge of the infinite during the study period. 

Cooperation from the university also is very good and nice. Therefore facilitate my 

learning here in completing research papers. Thank You. 

I would like to thank Uma Elizabeth Raj, who as a good friend was always willing to 

help and give her best suggestions and for her kindness, friendship and support, I would 

also like to thank the colleagues at SYABAS who have been very supportive me in 

doing this research until completed. Thank You. 

 

I would have not finished this project without the support of my family who has always 

been there for me whenever I need them, the encouragement they give to keep me going 

and never fails all the time. Thank you. 

Lastly, I hope this research can be used in the future and help many student and 

researcher to get a good information and study from this paper. Thank You. 

 

 

 

 

 

 

 

 

 

Masrubiah binti Mohd Zuki 

July, 2013 

Othman Yeop Abdullah, Graduate School of Business 

UNIVERSITI UTARA MALAYSIA 



vii 
 

TABLE OF CONTENTS 

 

 Page 

PERMISSION TO USE.......................................................................................... iii 

ABSTRACT............................................................................................................ iv 

ABSTRAK.............................................................................................................. v 

ACKNOWLEDGEMENTS.................................................................................... vi 

TABLE OF CONTENT.......................................................................................... vii 

LIST OF TABLES.................................................................................................. ix 

LIST OF FIGURES................................................................................................ x 

  

CHAPTER 1 ......................................................................................................... 1 

INTRODUCTION  ............................................................................................. 1 

1.1 Background of the Study ..................................................................... 1 

1.2 Background of the company ................................................................... 1 

1.3 Problem Statement ................................................................................. 6 

1.4 Research Questions ................................................................................. 8 

1.5 Research Objective ................................................................................. 8 

1.6 Significance of the Study ..................................................................... 8 

1.7 Key definitions…... ................................................................................. 9 

1.8 Summary.................................................................................................. 10 

  

CHAPTER 2 ......................................................................................................... 11 

LITERATURE REVIEW….. ................................................................................. 11 

2.1 Introduction   .......................................................................................... 11 

2.2 Job Satisfaction ................................................................................. 11 

2.3 Herzberg’s Motivation-Hygiene Theory................................................. 14 

2.3.1 Motivation Factors...................................................................... 

 Achievement................................................................................... 

 Advancement.................................................................................. 

 Work Itself...................................................................................... 

 Recognition..................................................................................... 

 Growth............................................................................................ 

2.3.2 Hygiene Factors.......................................................................... 

 Company Policy.............................................................................. 

 Relationship with peers................................................................... 

 Work Security................................................................................. 

 Relationship with supervisors......................................................... 

 Money............................................................................................. 

 Working Condition......................................................................... 

15 

15 

17 

18 

20 

21 

22 

22 

23 

24 

25 

25 

26 

2.4 Underpinning theory ............................................................................... 27 

2.5 Research Framework ..................................................................... 28 

2.6 Research Hypotheses .................................................................... 29 

          2.7 Summary................................................................................................. 30 



 viii 

 

 Page 

 

CHAPTER 3 ......................................................................................................... 31 

METHODOLOGY ............................................................................................. 31 

3.1 Introduction  ........................................................................................... 31 

3.2 Research design ...................................................................................... 31 

3.3 Sample size  ............................................................................................ 31 

3.4 Population ............................................................................................... 32 

3.5 Questionnaire ……………. ..................................................................... 32 

3.6 Pilot test ….............................................................................................. 34 

3.7 Data collection procedure ....................................................................... 34 

3.8 Technique of data analysis ..................................................................... 35 

3.9 Summary.................................................................................................. 36 

  

CHAPTER 4 ......................................................................................................... 37 

RESULTS AND FINDINGS ................................................................................. 37 

4.1 Introduction ............................................................................................ 37 

4.2 Return Rate of Questionnaires ................................................................ 37 

4.3 Demographic Profile of Respondents...................................................... 38 

4.4 Descriptive analysis ................................................................................ 41 

4.5 Reliability Test ....................................................................................... 41 

4.6 Pearson Correlation Analysis .................................................................  42 

4.7 Multiple Regression Analysis ................................................................. 45 

4.8 Summary.................................................................................................. 49 

  

CHAPTER 5 ......................................................................................................... 50 

CONCLUSION AND RECOMMENDATION ............................................ 50 

5.1 Introduction ............................................................................................ 50 

5.1.1 Conclusion for Demographic Background  .................................... 50 

5.1.2 Conclusion for Research Questions and Recommendations .......... 51 

          5.2 Recommendations................................................................................... 55 

5.3 Limitation and Direction for Future Research ........................................ 56 

  

REFERENCES ............................................................................................. 58 

APPENDIX A: Research Questionnaire     ........................................................... 64 

APPENDIX B: SPSS Original Data            .......................................................... 69 

 



ix 
 

LIST OF TABLES 

 
 

Table  Page 

   

1.1 Human Capital of Syabas……………………………………………… 5 

1.2 SYABAS employee turnover rate……………………………………... 6 

1.3 Breakdowns of Cases for Investigation and Remedial Action in 2011 

and 2012……………………………………………………………….. 

 

7 

2.1 Factor of Herzberg’s Motivation-Hygiene Theory……………………. 15 

3.1 Number of Executives working at SYABAS………………………….. 32 

3.2 Data Collection Procedures……………………………………………. 34 

3.3 Technique of data analysis…………………………………………….. 35 

4.1 Respondent Survey Return Rate………………………………………. 38 

4.2 Respondent Gender……………………………………………………. 38 

4.3 Respondent Age……………………………………………………...... 39 

4.4 Respondent Marital Status…………………………………………….. 39 

4.5 Respondent Race……………………………………………………… 40 

4.6 Respondent Length of service…………………………………………. 40 

4.7 Descriptive analysis of variable……………………………………….. 41 

4.8 Testing reliability with Cronbach’s coefficient alpha…………………. 42 

4.9 Correlations between independent and dependent variables………….. 44 

4.10 Regression analysis between Herzberg’s motivation-hygiene factors 

on job satisfaction……………………………………………………... 

 

47 
 



x 
 

 

LIST OF FIGURE 

Figure  Page 

   

2.1 Research framework of Herzberg’s theory and job satisfaction....        28 

 

 

 



1 

 

CHAPTER ONE 

INTRODUCTION 

 

 

1.1 Background of study 

This paper will explore the effect of motivational variables on the job satisfaction 

among staff in the utility company known as Syarikat Bekalan Air Selangor Sdn Bhd 

(SYABAS). Supplying clean water to the population and the priority around Kuala 

Lumpur, Selangor and Putrajaya are the major task of SYABAS. Recently SYABAS 

having some problem with some water issues that made the headlines in Malaysia 

and is also affected employee of SYABAS. Therefore in this study will look at what 

factors are associated with job satisfaction using Herzberg Theory. 

To achieve the target within a company must start from the bottom again the 

employees in the company work towards excellence both sides. All know water 

supply from SYABAS channelled into housing, industrial, agricultural, construction 

and so on. Water is extremely important in everyday life and the use of this indirect 

impact on the company's management and employees. 

To be a competitive company developed SYABAS should emphasize job 

satisfaction from employee because the employee is important in a movement that 

led to the company's excellence, and can give the best service to consumers around 

them. Indirectly when a valued employee productivity and quality of companies to be 

increased. 

 

1.2 Background of Company  

Syarikat Bekalan Air Selangor Sdn Bhd or better known as SYABAS was 

incorporated on 8 July 1996 under the Malaysian Companies Act, 1965 to undertake 
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the privatisation of water supply services in the State of Selangor and the Federal 

Territories of Kuala Lumpur and Putrajaya ('the Privatisation‘).SYABAS is an entity 

specifically incorporated for use as an implementation vehicle in respect to the 

privatization of the water supply and distribution systems in Selangor and Federal 

Territories of Kuala Lumpur and Putrajaya. 

SYABAS was appointed by the State and Federal Governments to upgrade 

and enhance the water supply system and services in the State of Selangor under the 

Privatisation concept in view of the previous management’s financial constraint, 

ineffective management, poor water quality standards and inconsistent supply of 

treated water. SYABAS was granted a concession by the Federal Government and 

the Selangor State Government to manage, operate and distribute quality clean water 

for a period of thirty years, commencing on 1st January 2005. 

As the biggest water concessionaire in Malaysia, SYABAS was developed by 

a visionary entrepreneur who is backed by a team of professional, dedicated and 

skillful management with a penchant for innovation in excellent customer services as 

well as reshaping the landscape of the local utility industry. The authorized share 

capital of SYABAS is RM100,000,000.00 comprising 93,449,999 ordinary shares of 

RM1.00 each, one (1) Golden Share of RM1.00 and 655,000,000 redeemable 

cumulative preference shares ("RPS") of RM0.01 each, while the paid-up share 

capital of SYABAS is RM71,550,001.00 comprising 65,000,000 ordinary shares of 

RM1.00 each, 655,000,000 RPS of RM0.01 each and one (1) Golden Share of 

RM1.00. 

The shareholders of SYABAS are Puncak Niaga Holdings Berhad ("PNHB") 

holding 70% of the total equity shareholding in SYABAS, 15% equity shareholding 
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held by Kumpulan Darul Ehsan Berhad ("KDEB") and the remaining 15% held by 

Kumpulan Perangsang Selangor Berhad ("KPS"). The Federal Government 

("Government") through the Minister of Finance, Incorporated ("MOF") holds one 

(1) Golden Share in SYABAS. 

 

SYABAS Mission & Vision 

Our vision is pure that is to be the leading water provider of quality. 

Servicing over 7 million consumers in Selangor, Kuala Lumpur and Putrajaya, 

SYABAS aspires to: deliver unrivalled water products and services to our domestic, 

commercial and industrial consumers; deliver a better quality of life for all; 

continuously invest in improving our facilities and in technology to meet and exceed 

the highest of standards; and ensure the preservation of our environment. 

 

Operations 

SYABAS is committed to deliver water supply in the highest level of quality, 

professionalism and prompt services to its consumers. Our prioritization is to take all 

avenues and possibilities that are considered as the most viable solution for 

consumers. With the privatization, SYABAS is responsible for the distribution of 

water services to over 7 million people via over 1.5 million consumer accounts that 

include domestic consumers, factories, commercial and industrial buildings in the 

State of Selangor and the Federal Territories of Kuala Lumpur and Putrajaya, of 

which 85% are from the domestic consumers and 15% are commercial consumers.  
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SYABAS operates and maintains:  

 A stretch of 24,604km water pipes that are made of mild steel, ductile iron, 

asbestos cement, HDPE, uPVC and cast iron ranging from 100mm to 

2200mm diameter 

 1226 service reservoirs, tower reservoirs, and suction tanks 

 444 booster pump stations 

 53,878 valves ranging from 100mm to 2200mm 

Our responsibilities include supplying uninterrupted quality clean water to 

consumers. Apart from that, SYABAS performs periodical and regular maintenance 

of infrastructure and water-related assets, replacing aging pipes and water meters, 

offers excellent customer service, provides convenient payment methods to 

consumers and promotes consumer awareness on water-related issues to ensure the 

standard quality of life is sustained. SYABAS had to carry out a number of tasks 

when it took over the management of water supply of the state through the 

privatization process, which includes:  

All is done to ensure that our customers receive the level of quality that they deserve. 

 Assisting the State Government by taking over PUAS debts to the water 

treatment operators amounting to RM 2.4 billion; 

 To reduce high rate of Non-Revenue Water which in January 2005 stood at 

42.78%; 

 Replacement of at least 6,000 km of old pipes that needed replacement; 

 Cleaning of 1,100 reservoirs; 

 Improving existing poor customer service which had resulted in the loss of 

confidence to lodge reports to PUAS Berhad; 
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 Collecting and digitising of main trunks, pipes and reservoirs which were 

nonexistence when SYABAS first took over. That is why during PUAS time 

the replacements of old and faulty assets were like groping in the dark; 

 In terms of supply, there is only about 8% of water reserve left for 

consumers’ usage which are not all fully distributable because of the poor 

pipeline interconnection to demand areas; 

 Uncollected bills amounting to million have to be collected. 

 

Human Capital 

Since SYABAS took over the water supply management in Selangor, Federal 

Territories of Kuala Lumpur and Putrajaya, we have increased the number of 

manpower to ensure that our tasks are executed according to the plans we have 

outlined to best serve our consumers. As at 13 January 2012, SYABAS has a total of 

2,987 employees listed as below: 

 

Table 1.1 Human Capital of SYABAS 

Category No. of Employees 

Management 136 

Executive 523 

Non Executive  

(i) Support  

(ii) Technical  

 

1146 

1182 

TOTAL 2,987 

Professional No. of Employees 

Engineer 137 

Accountants 62 

Lawyers 20 
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1.3 Problem Statement 

To survive in the competitive market, an organization should focus on 

customer and employee satisfaction. Job satisfaction have shown effective outcome 

in the organization. It increases productivity and decreases staff turnover (Family 

Practice Management, 1999).  Herzberg’s Motivation-Hygiene Theory would be the 

measure to link with the job satisfaction in this research. Based on the interviewed 

with Assistant Senior Manager in SYABAS Kuala Lumpur, communication are main 

problems exist between top management and subordinates. He also presumed that it 

was difficult to deliver some new managerial changes in job environment as he was 

newly appointed to this department. There is many resignation letters of executive 

employees who were not satisfied with burden of duties without any reward. He also 

analyzed that high absenteeism from the most executives employees from varies 

department. Based on the annual report 2012 by Puncak Niaga Holdings Berhad the 

turnover rate in 2012 for SYABAS was 9.63% as compared with 6.03% in 2011. 

97.51% of SYABAS’ resigned employees are permanent employees, with the 

remaining 2.49% resigned employees being contract employees. Certain issue also 

come out when the water crisis is not resolved by government state and SYABAS, it 

give indirectly pressure to some staff that being depressed by consumer and politic 

issue. 

 

Table 1.2 SYABAS employee turnover rate 

 

SYABAS Turnover rate 

Year 

2011 2012 

 

 6.03% 9.63% 
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Table 1.3 Breakdowns of Cases for Investigation and Remedial Action in 2011 and 2012 

Type of cases 2011 2012 

 

Water supply problems 174,572 311,853 

Billing problems 

 

23,890 30,402 

Faulty water meters 

 

13,024 24,188 

Disconnections and related complaints 

 

11,744 16,201 

Others 

 

321 320 

Total 

 

223,551 382,964 

 

Based on table 1.3 shows increased water supply problems from 2011 to 

2012. This is due to various reasons, among others, treated water shortage becomes 

more critical in 2012, and a growing awareness of the users in communicating with 

SYABAS contact centre on hotline 1 800 88 5252. Following the increase of this 

problem will impact the management of the company and indirectly have a 

significant impact on employee SYABAS. The trouble is that as work pressure, 

unfavourable working condition to workers now.  The effort and contribution of 

employees is a key competitive advantage and is crucial to the success of the firm 

(Bent & Freathy, 1997). Employees in the organization and in particular in the areas 

of service utility is daily necessities and be the key point in keeping this relationship. 

Customer satisfaction can be obtained will be an assessment of the overall service 

experience provided by the employees of the company. Can be described in terms of 

the workers when they receive too much stress and work will influence job 

satisfaction. 
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1.4 Research Question 

RQ1 : Do the motivational factors have a significant relationship towards job 

satisfaction? 

RQ2 : Do the hygiene factors have a significant relationship towards job 

satisfaction? 

RQ3 : Which Herzberg’s Motivation-Hygiene factors contribute most to job 

satisfaction among executives at SYABAS Kuala Lumpur and Selangor? 

 

1.5 Research Objectives 

RO1 : To examine the relationship between motivational factors and job 

satisfaction. 

RO2 : To examine the relationship between hygiene factors and job satisfaction. 

RO3 : To identify the most dimension of Herzberg’s Motivation-Hygiene factors 

that influence job satisfaction (degree of satisfaction with the work). 

 

1.6 Significance of study 

 This study aims to match motivational and hygiene from Herzberg’s Theory 

toward job satisfaction at SYABAS. It is very important to management if fail to 

satisfy what employee need and they need to understand factor that motivated 

employee and problem are inevitable. An organization will operate more 

productively as a whole when key values are shared among the majority of its 

members. The reason to this study is to identify set of dimensions in Herzberg’s 

Theory that would be measurement of employees’ job satisfaction. Employee need to 

be comfortable with the factors surrounding hence they can achieve productivity and 

quality. This research also is to suggest, practicing managers on how to improve 
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motivational and hygiene dimensions that may have critical impact on job 

satisfaction. The researcher also wants to contribute to the body of knowledge 

especially in the relationship between Herzberg’s Theory and job satisfaction. Lastly, 

the researcher hopes this research can be as a reference by other researchers in the 

future. 

 

1.7 Key definitions 

 

SYABAS 

 SYABAS is stand for Syarikat Bekalan Air Selangor SdnBhd (SYABAS). 

SYABAS is anticipated that the State of Selangor Darul Ehsan and the Federal 

Territories of Kuala Lumpur and Putrajaya will continue to be a center of economic 

growth and thereby, the water demand in the states would continue to grow steadily.  

 

Job Satisfaction 

Job satisfaction is a major concern for organizations in today’s global 

workforce and has been widely studied throughout Organizational Psychological and 

Managerial literature (Wright, Cropanzano & Bonett, 2007). It supported by Wright 

et.all., (2007) indicated that degree of  satisfaction with the job is often associated 

with high employee  performance. Wright et.all, (2007) also suggested workers 

satisfaction does influence job behavior. Dissatisfied workers are more likely to quit 

and look for other jobs (Veloutsou & Panigyrakis, 2004). 
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Herzberg’s Motivation-Hygiene Theory 

Herzberg’s Two-Factor Theory divides motivation and job satisfaction into 

two groups of factors known as the motivation factors and hygiene factors. 

According to Frederick Herzberg, “the motivating factors are the five ‘job content’ 

factors that include achievement, advancement, work itself, recognition, and 

possibility of growth. Hygiene factors are the ‘job context’ factors, which include 

company policy, relationship with peers, work security, relationship with 

supervisors, money and working conditions. (Ruthankoon, 2003). All of the factors, 

both motivation and hygiene, can have positive and negative attributes; however, 

both will have an effect on the employee satisfaction or dissatisfaction none the less. 

To understand the theory of Herzberg's Motivation-Hygiene involving job content 

(motivating factor) are more lead to job satisfaction. When these factors are not at 

work causes employees tend not satisfied working at SYABAS. For employees who 

are unhappy they do not tend to do a job, but workers are not put to work and do not 

work hard in doing the task. Satisfied employees would prefer their effort and 

increase productivity. Factors affecting job context (hygiene factors) affect job 

dissatisfaction. Factors considered good or acceptable workers are not likely to be 

satisfied, only the part of those not feel satisfied. Any factor that felt less satisfied 

employees tend to suppress the production of resulted.  

 

1.8 Summary 

Introduction part consists of several sections. These include background of 

the study, statement of the problem, research objectives, and research questions, 

significance of the study and definition of terms. 
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CHAPTER TWO 

LITERATURE REVIEW 

 

 

2.1 Introduction 

Research on job satisfaction conducted in a variety of industries in Malaysia. 

(Tan and Amna, 2011) reported the factors that influence employee satisfaction in 

the retail area in Malaysia. (Dawal and Taha, 2006) reported the factors affecting job 

satisfaction in the automotive industry in Malaysia and (Lew and Liew, 2006) 

investigates employee satisfaction among staff, bank employees. In employee 

satisfaction research study in Malaysia make this study more attention from many 

people who are out to raise issues about water and in providing the best service in the 

same want to keep employee working at SYABAS. After some time the researchers 

are trying to understand the spirit of the relationship between the employees and find 

job satisfaction and productivity, absenteeism, and other independent variables 

(Cohen, 1974). The concept of job satisfaction and its causes and its effects have 

been studied by a variety of companies’ large and reputable industry.  

 

2.2 Job Satisfaction 

 Job satisfaction is important toward SYABAS organization success and can 

be achieved. (Wallach, 1983) has suggested that individual job performance and 

favourable job outcomes, including job satisfaction, propensity to remain with the 

organization, and job involvement, depend upon the match between an individual’s 

characteristics. Job satisfaction shows employee’s affective reaction to a job, based 

on a comparison between actual outcomes and desired outcomes (Mosadeghrad, 
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2003).  In Malaysia context it shows that from previous study to find out the job 

satisfaction in various sectors for example the government sector (Yahaya, A., 

Yahaya, N., Arshad, & Ismail, 2009) the manufacturing sector (Santhapparaj, 

Srinivasan & Koh, 2005). Job satisfaction is the dependent variable among this study 

and using the Herzberg’s two-factor theory. Scholars found a positive relationship 

between age and job satisfaction (Bass & Barret, 1981 & Maghrabi, 1999). 

Individuals show pleasurable positive attitudes when they are satisfied with their job 

(Jain, Jabeen, Mishra & Gupta, 2007).  

Job satisfaction is fundamental in the service sector as it helps to ensure that 

employees will treat customers with the utmost respect (Arnett, Laverie, & McLane, 

2002).  (Davis, 1985) show that job satisfaction give combination of positive and 

negative feelings to the employee that working in the organization. Employee of 

SYABAS can get higher job satisfaction if the positive feeling is very high and 

factors of surrounding among the staff. Job satisfaction are very linked to the 

individual behaviour at the workplace, every step that employee do something does 

happen at the workplace it give an impact towards someone behaviour.  

Under (Wright & Cropanzano, 1997) that already said that if job satisfaction 

increase will increase the productivity. From the previous research they are related 

among job satisfaction and the factor like relationship with others, personal growth, 

administrative policy and also the working condition. Employee perceive of various 

features of his or her work regards to the job satisfaction mentioned by (Robbins, 

2001) therefore if we can give implication toward SYABAS staff it is important 

because I give a big impact in employees live.  

 People who are satisfied with their jobs will tend to be happy go lucky in 

their life and live well assumed to give an impact towards life satisfaction of the 
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individual (Rain, Lane and Steiner, 1991) In this study from researcher opinion 

SYABAS staff that having a high job satisfaction, happy to come to workplace, meet 

friend and will settle the task have been given positive and life satisfaction. 

Employee work to achieve target and goals, hence job satisfaction is the key that will 

leads employee to get recognition, promotion and achievement of other goals that 

will increase feeling of satisfaction (Kaliski, 2007). All employees in this world want 

a sense of achievement and success to achieve what they need and it will directly 

goes to productivity and personal life well-being. 

 Satisfied workers will be much more productive and hey will retain in the 

organization for a long time and different with the unsatisfied employee will tend to 

less productivity and have a tendency to quit their jobs (Crossman, 2003). Researcher 

can see from this part SYABAS employee that having  unsatisfied with some issue of 

the company for example salary, rewards and advancement they tend to quit and find 

the another job that has more bright future for them. 

 Furthermore, employee also have attitude from various aspects of their jobs 

and the work they do for example like their co-workers, peers, salary and also 

supervisors (George, 2008). This relationship linked to the degrees of job satisfaction 

and can range to dissatisfaction. Some researcher found that if employees are 

unmotivated, turnover will increase and employee become unproductive and it will 

give negative impact towards organization (Huselid, 1995). It is assumed that 

motivation and satisfaction have an impact to each other, but according to 

(Blanchard, 1988) it is quite different in terms of rewards and performance. 

SYABAS management team can see that motivation is influence by direct looking 

between performance and rewards otherwise the satisfaction involves that employee 

feel about the rewards. 
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 Many studies have demonstrated an unusually large impact on the job 

satisfaction on the motivation of workers, while the level of motivation has an impact 

on productivity, and hence also on performance of business organizations. Same goes 

to SYABAS employee’s needs. They prefer a better motivation working environment 

for the career advancement. 

 

2.3 Herzberg’s Motivation-Hygiene Theory 

Past research show that this Herzberg’s theory also known as two-factor 

theory and the good feelings are related to job content (motivators), whereas 

response about bad feelings are associated with the job context (hygiene factor). 

Table 2.1 here show that the motivators involve factors built into the job itself, such 

as achievement, advancement, work itself, recognition and growth and defer with the 

hygiene factors are extrinsic to the job such as salary, supervision, peers, company 

policy, (Herzberg, 1966). 

According to (Schulze and Steyn, 2003), in order to understand other’s 

behaviour at workplace, the managers should aware the concept of motivation; which 

could boost their employee’s enthusiasms. For example at SYABAS subordinate that 

have highly motivation to work , management should do something that can give 

retain employee and give good reputation to the SYABAS organization. 

(Robbins, 2001) also stress that motivation is a needs-satisfying process, 

which means that when a person's needs are satisfied by certain factors, the person 

will exert superior effort toward attaining organizational goals. In other hand, if the 

needs are not satisfied, he will not exceed the line of creativity. 

So, this two-factor theory was tested by many researcher that shown different 

results. Some researcher said that hygiene factors are domain factors that give impact 



15 

 

to job satisfaction and his theory can be test in many different industries,  

(Herzberg’s, 1966). 

 

Table 2.1 Factor of Herzberg’s Motivation-Hygiene Theory 

Motivators Hygiene 

 Achievement 

 Advancement 

 Work Itself 

 Recognition 

 Growth 

 Company Policy 

 Relationship with peers 

 Work Security 

 Relationship with supervisors 

 Money 

 Working Condition 

 

2.3.1 Motivators Factor 

 Achievement 

All employees are influenced by a need to achieve. It causes them to want to 

be successful at what they attempt. But each employee is affected to different 

degrees. The desire to achieve overwhelms other factors that could cause failure, 

such as; lack of skills, lack of experience, lack of ability, or lack of time. The 

individual does whatever it takes to work through or eliminate these setbacks 

(Atkinson, 1974). 

This potential is based on the intensity of our need to achieve, as well as our 

enjoyment of achieving. Employees who are intrinsically motivated participate in 

learning activities for their own sake; they desire the outcome. They do not need 

rewards or praise; they find satisfaction in knowing that what they are achieved will 

be beneficial later. They want to master the task, and they believe it is under their 

control to achieve mastery.  
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Extrinsically motivated individuals are those who participate to receive a 

reward or avoid a punishment, they typically do not want to do the task and believe 

that it is out of their control on whether they succeed or not. If they do the task, they 

expect some sort of gain other than knowledge, such as praise, rewards, or avoiding 

punishment (Keefe and Jenkins, 1993). 

Successful people are confident, enthusiastic, and remain positive and 

optimistic. They expect to succeed. “Individuals with strong self – efficacy are less 

likely to give up than are those who are paralyzed with doubt about their 

capabilities” (Alderman, 1999). Unsuccessful people often lack confidence and are 

negative and pessimistic, they rarely expect success. In fact, they expect to fail. 

“Everything that happens to you, everything you become and accomplish is 

determined by the way you think, by the way you use your mind” (Tracy, 1993). 

Our self-esteem and how competent we feel is what causes certain behaviours 

and establishes certain goals. Some people like to try new experiences and set more 

challenging goals, others prefer to stay in their comfort zones and be happy with 

what they know they can accomplish. But it is all based on our view of ourself 

(Haasen and Shea, 1979). 

Achievement can also be described as energy that is used to overcome 

challenges and persevere to conquer a goal. Motivation relates to an individual’s 

reason for engaging in an activity, the degree to which an individual pursues the 

activity, and the persistence of the individual (Graham & Weiner, 1996). 

Achievement motivation can be defined as the desire to excel or an innate 

force in which an individual wants to succeed (Woolfolk, 1998). People who 

demonstrate high achievement motivation are driven to achieve. 
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 Advancement 

In a review informing the design of an Australian blueprint for career 

development, (McMahon , 2003) noted that individuals need to be able to transition 

repeatedly between learning, work and other life roles. They argue that employability 

skills frameworks which are developed to meet the needs of employers and 

businesses overlook individuals’ needs to develop the kinds of life/career skills that 

will enable them to achieve these transitions. They see careers services as educative 

rather than directive, and suggest careers professionals should ‘view their clients as 

lifelong learners and themselves as facilitators of this learning’ (McMahon et al., 

2003: 9).  Australia and Canada have both developed blueprints for career 

development which identify eleven competencies associated with successful career 

management (Haché , 2006).  

 

The competencies are grouped into three categories:  

• Personal management – the ability to: build and maintain a positive self-image; 

interact positively and effectively with others; change and grow throughout life  

• Learning and work exploration – the ability to: participate in lifelong learning 

supportive of individual career goals; locate and effectively use career information; 

understand the relationship between work, society and the economy  

• Career building – the ability to: secure or create and maintain work; make career-

enhancing decisions; maintain balanced life and work roles; understand the changing 

nature of life and work roles; understand engage in and manage the career building 

process.  
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‘[Career development] it is no longer a question of gaining credentials in 

order to climb bureaucratic career ladders, but of maintaining one’s 

employability, of keeping fit in both the internal and external markets for 

jobs through the acquisition of externally validated credentials, in-house 

training programmes, social contacts and networks’ (Brown, 2003).  

 

The literature on the career development needs of part‐time students and 

employed adults suggests that part‐time students in employment would benefit from 

impartial careers guidance which supports career development by facilitating career 

self‐management and employability maintenance. While most part‐time students 

enter higher education for vocational reasons, some are pursuing career advancement 

while others are worried about job security or are seeking to increase their personal 

fulfilment within their current role. Careers services need to acknowledge the 

diversity of part‐time students’ career aims and provide 

 

 Work Itself 

‘Understanding and Managing Organisational Behaviour’, (George and 

Jones, 2005) highlighted on the attention Frederick Herzberg paid to motivator needs 

and to work itself, as determinants of job satisfaction. They therefore entreated 

managers to pay special attention to the important topic of job design and its effect 

on organisational behaviour and employee motivation. (George and Jones, 2005) 

advised managers to concentrate on designing jobs that would create job enlargement 

and enrichment thereby increasing the number of tasks an employee performs, 

increasing employee’s responsibility and control over the work. By so doing, 
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managers would be serving the motivator needs of employees as postulated by 

Herzberg. 

For instance, a survey by the Development Dimensions International, 

published in the UK Times newspaper in 2004 interviewed 1,000 employees from 

organisations employing more than 500 workers. The survey found out that many of 

these employees were bored with their jobs, lacked commitment and were looking 

for new jobs. It further showed that, the main reasons why employees were leaving 

their jobs were lack of stimulus jobs and no opportunity for advancement. Employees 

wanted more challenging jobs that were exciting to do. The survey concluded that 

the factors that motivate employees most were found to be achievement, 

responsibility, personal growth among others. Clearly the provision of enriched jobs 

by managers has the capacity to make employees feel motivated. This is one of the 

main ideas captured in Herzberg’s theory. 

Work itself is a motivator according to Herzberg's two-factor theory.  A 

worker derives a sense of self-worth in the process of performing the job and, upon 

completion of that job, a sense of accomplishment. Studies have shown that satisfied 

workers are more productive. In dealing with today's knowledge workforce, 

managers need to design jobs that are both challenging and satisfying.  In order to 

design the “right” job for the right person, the job designing process needs to involve 

employees because their needs have to be addressed.  A significant number of jobs in 

the workplace are apparently not very challenging.  In situations like these, managers 

can set goals and objectives so employees know what is expected of them.  These 

goals and objectives need to be specifically stated in order to have most motivating 

effect. Having a clear goal can make a previously routine job become more of a 

challenge.  With this view, the worker becomes more motivated in order to achieve 
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that goal.  Whether the job is by design or by goal setting, a highly motivated worker 

is likely to be one who has the necessary skills and supplies to accomplish the job. 

Managers need to understand that challenging work and opportunities for 

growth really go hand in hand. Workers who routinely perform challenging work 

inherit personal growth and thus become even more motivated and productive.  

Designing challenging work and providing growth opportunities can be cost-

effective ways to boost employee motivation. 

 

 Recognition 

Recognition can come in many forms, most of them with little or no real cost 

to a company.  A compliment such as “a simple ‘thank you’ still goes a long way in 

motivating employees.”By Kelly Thomas G.  Or it can be more formal such as an 

“employee of the month” award.  “The value of recognition is the attention they 

receive” (Wiscombe, 2002). 

By acknowledging the excellence and well-performed activities of 

employees, managers can determine the type of recognition required.  The level of 

appreciation from recognition rises if it is an honest and well-deserve recognition 

because “if employees believe you're a fair, honest and caring boss, most of them 

will remain loyal and respond in kind” (Wiscombe, 2002). 

Non-cash rewards also play an important role in any organization, as rewards 

for exceptional performance are vital for employee motivation.  Employees want and 

need recognition on the job, and an effective way of satisfying this need is through 

non-cash rewards.  Non-cash rewards appeal to employees on a personal level. 
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Because non-cash rewards have proven to be effective motivators, companies 

that “want rewards to be cost-effective but memorable are seeking the services of 

firms that specialize in employee recognition, such as O.C. Tanner.  Increasingly, 

says, Kent Murdock, its chief executive, companies want to give Rolex watches or 

crystal knick-knacks to reward special performance.  Spend $3,500 on a bonus for a 

valuable employee, and he is unlikely to weep for joy; spend the same on a fancy 

watch, and he just might.”  Find at the Economist, 2002 .These non-cash rewards can 

range from anything like tickets to a local sporting event or amusement park to extra 

time off.   As Thomas G. Kelley has noted, “We must go beyond the pay check and 

recognize our employees. This will demonstrate that we truly value their contribution 

and their individual impact on productivity and profitability. Employees want to feel 

like they are making a contribution to their organization with their efforts.” 

 

 Growth  

Research by (Clarke, 2009)  Opportunitists – who had pursued varied career 

paths within a range of jobs and organisations. They saw career moves as 

opportunities to learn new things and gain experience and their interviews were 

frequently punctuated by the words ‘opportunity’ and ‘change’. These employees 

embraced opportunities to develop new skills, acquire new knowledge and gain 

experience in different organisations and industries. They made some career plans, 

but were flexible and value driven. Opportunists exhibited highly developed 

self‐ assessment skills and were aware of what was happening in the internal and 

external employment markets.  

Clarke found that individuals who perceived themselves to be highly 

employable and achieved career success had taken responsibility for their own 
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development and adopted a future career orientation, but that it did not seem to 

matter whether their careers had been unplanned, semi‐planned or planned. She 

argues that rather than focusing on career planning, individuals in employment 

should be encouraged to develop a future career orientation and adopt behaviours 

supportive of employability which prompt them to seek opportunities for personal 

and career development, engage with life‐long learning, build their personal and 

professional networks and develop their self‐awareness. 

 

2.3.2 Hygiene Factors 

 Company Policy 

Company Policies and administrative policies - The company policies should 

not be too rigid. They should be fair and clear. It should include flexible working 

hours, dress code, breaks, vacation, etc. Managers who have been able to motivate 

their employees successfully realize how easy it is to achieve tasks when employees 

feel inspired. However, there are many organizational and managerial practices that 

can kill employee motivation. 

  When employees perceive corporate policies or individual treatment as unfair 

or hypocritical, not only are they less inclined to perform tasks optimally, they 

distance themselves from the organization. In the worst cases, they reject it and leave 

it altogether. Trust is difficult to gain and easy to lose. 
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 Relationship with peers 

Peer co-worker relationships refer to relationships between employees at the 

same hierarchical level who have no formal authority over one another. The term co-

worker can refer to any individual with whom one works. Peer relationships provide 

a variety of important functions for the individuals involved in the relationship and 

for the organization in which the relationships exists. These functions include 

mentoring, information exchange, and social support. 

Peer relationships can provide a source of intrinsic reward for the employee, 

can buffer job-related stress, and can reduce job dissatisfaction and turnover (Kram& 

Isabella, 1985).Yet, while we know the general importance of relationships, we know 

that the relationship with peers will directly encourage, support and contribute to 

progress in life and career. In work settings, it appears that there are many 

relationships that could meet developmental needs. 

(Persoff and Siegel, 1998) found peer relationships to be crucial sites of 

support for employees experiencing stress resulting from a corporate merger. Their 

results provide interesting insights into the role of peer relationships during times of 

uncertainty. Specifically, they found peer relationships play a pivotal role in reducing 

stress via information exchange (i.e., informational support). They also found, 

however, that peer relationships provided a number of “psychosocial” functions that 

were of even greater value in helping employees deal with the stress of the merger. 

Among these psychosocial functions were mutual support, collaboration, 

confirmation, and the provision of emotional support. This social support resulted in 

decreased stress and anxiety, and increased learning for the employees (Persoff & 

Siegel, 1998). 
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 Work Security 

Work security an important factor in strengthening employees to work at 

SYABAS. Employees must feel safe in doing his work at the office or even outside 

the workplace. Especially in times of economic uncertainty, job security is a very 

high factor in determining an employee's job satisfaction. Giving an employee 

the assurance that their job is secure will most likely increase job satisfaction. Job 

Security is an assurance that an individual will keep his or her job without the risk of 

becoming unemployed. She will have continuity in employment and it may be from 

the terms of a contract of employment, collective bargaining agreement, or labor 

legislation that prevents arbitrary termination. Lack of job security refers to a 

situation where a person with a job would have a high chance of becoming 

unemployed. 

According to Arabi, job security is the feeling of having a proper job and the 

assurance of its continuance in future as well as the absence of threatening factors. If 

individual feels that he/she will continue his/her job until the end of his/her service 

and will not be threatened by individual B to play his/her proper job roles and tasks, 

such person enjoys job security (Arabi, 2000). Job security is one of the implications 

of security. In job security, there are issues such as job changes, missing the job and 

non-achieving proper jobs. According to industrial and organizational psychologists, 

job security is one of the creators of job satisfaction and commitment (Thomas et al., 

2006). 
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 Relationship with supervisors 

Bureaucratic theory and administrative management theory (Fayol, 1949) 

focused almost solely on hierarchy, authority, and, consequently, supervisors. 

Effective communication was prescribed as downward and formal, focusing on 

supervisors instructing, controlling, and disciplining subordinate employees. 

 

"Treats employee as important person" was one managerial behaviour that 

was found to be related to job satisfaction. Other managerial variables found to be 

related to job satisfaction were "communication," "frankness," "consistence," "helps 

solve job-related problems," "encouragement to seek educational opportunities," 

"aware of employee difficulties," "encouragement to make suggestions," and "ability 

to foster good relations with work force" (Bruce & Blackburn, 1992). Other 

researchers have concluded that supervisor relations are important to job satisfaction. 

(Solly and Hohenshil, 1986) found that supervisor relations are related to overall 

satisfaction. 

 

 Money 

(Akintoye, 2000) asserts that money remains the most significant 

motivational strategy. As far back as 1911, Frederick Taylor and his scientific 

management associate described money as the most important factor in motivating 

the industrial workers to achieve greater productivity. Taylor advocated the 

establishment of incentive wage systems as a means of stimulating workers to higher 

performance, commitment, and eventually satisfaction. Money possesses significant 

motivating power in as much as it symbolizes intangible goals like security, power, 

prestige, and a feeling of accomplishment and success. Katz, in Sinclair, et al. (2005) 
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demonstrates the motivational power of money through the process of job choice. He 

explains that money has the power to attract, retain, and motivate individuals towards 

higher performance. For instance, if a librarian or information professional has 

another job offer which has identical job characteristics with his current job, but 

greater financial reward, that worker would in all probability be motivated to accept 

the new job offer. (Banjoko, 1996) states that many managers use money to reward 

or punish workers. This is done through the process of rewarding employees for 

higher productivity by instilling fear of loss of job (e.g., premature retirement due to 

poor performance). The desire to be promoted and earn enhanced pay may also 

motivate employees. 

 

 Working Condition 

  Keeping up to date facilities and equipment and making sure employees have 

adequate personal workspace can decrease dissatisfaction.  A cramped employee is a 

frustrated employee plus faulty equipment provides frustration in trying to get work 

done. Moreover, organizations need to encourage high involvement activities to 

establish a working condition that can give employee the ability and freedom to 

think, engaging and energizing the workforce to reach a higher level of job 

satisfaction. Some researcher suggesting that the design process must be participate 

in nature and compatible with desired outcomes of the company, continuously 

adapting to the needs of the employee and the changing work environment. 

Motivating and satisfying employees by enhancing the psychological contract exist 

between the employee and the organization in terms of mutual benefits, creating 

value and respect for each other. 
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(Bergh and Theron, 2000) states that both employees and the work 

environment contribute to the success of the organizations and the type of employee-

employer interaction will determine the level of job satisfaction amongst employee. 

Advisable to the business leader to provide employee opportunity to develop and the 

best fit within the work environment.  (Herzberg, 1966) suggesting that these 

condition pertaining to the external environment be addressed so that intrinsic 

conditions such as job variety and feedback can be improved to inspire job 

satisfaction. 

 

2.4 Underpinning theory 

(Herzberg’s, 1966) research before this already prove that employee trying to 

achieve hygiene factors and they need it if not employee will unhappy without them, 

but once satisfied it will be only temporary. The organization that have poorly 

cooperation from their subordinate, employee are  truly motivated by enabling them 

to reach for and satisfy the factors that Herzberg identified as real motivators, such as 

achievement, advancement, development, etc., which represent a far deeper level of 

meaning and fulfilment, (Eastman & Williams, 1993). Examples of Herzberg’s 

hygiene needs (or maintenance factors) in the workplace are: policy, relationship 

with supervisor, working conditions, salary, company vehicles, status, security, 

relationship with subordinates, personal life, (Breuning & Hoover, 2000). Herzberg’s 

research identified that true motivators were other completely different factors, 

notably: achievement, recognition, work itself, responsibility, advancement (Berman, 

Bowman, West & Van Wart, 2006). 
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2.5 Research Framework 

 

Research Framework 

   

 

 

 

 

 

 

 

         

 

 

 

 

 

 

(Herzberg’s, 1966)                                                      (Wright & Cropanzana, 1998) 

 

Figure 2.1: Research framework of Herzberg’s theory and job satisfaction. 

 

Independent variable 

 This study research framework has two dimensions from Herzberg’s (1966) 

Theory which is Motivators and Hygiene factors would be measure based on 

familiarity at SYABAS organization. First was, motivator factors under the job 

content such as (achievement, advancement, work itself, recognition and growth).  

Second was, hygiene factors (company policy, relationship with peers, working 

Independent Variable 

(IV) 

 

Dependent Variable 

(DV) 
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security, relationship with supervisors, money and working condition).  From this 

factors it can relate to SYABAS employees are they satisfied with the several factor 

including in this theory whether the motivators factor that will give more high job 

satisfaction or the hygiene factors that will leading to job dissatisfaction.  

 

Dependent Variable 

This was operational by a five item scale adapted from Wright & Cropanzana 

(1998), reflecting overall general satisfaction with the job. Each item measured a 

dimension of the satisfaction constructs: degree of satisfaction with the work, co-

workers, supervision, total pay and promotional, opportunities. In this study, the 

researcher only focuses of one dimension; degree of satisfaction with the work. 

 

2.6 Research Hypotheses 

H1: There is relationship between achievement and job satisfaction at SYABAS. 

H2: There is relationship between advancement and job satisfaction at SYABAS. 

H3: There is relationship between work itself and job satisfaction at SYABAS. 

H4: There is relationship between recognition and job satisfaction at SYABAS. 

H5: There is relationship between growth and job satisfaction at SYABAS. 

H6: There is relationship between company policy and job satisfaction at SYABAS. 

H7: There is relationship between relationship with peers and job satisfaction at 

SYABAS. 

H8: There is relationship between work security and job satisfaction at SYABAS. 

H9: There is relationship between relationship with supervisors and job satisfaction 

at SYABAS. 

H10: There is relationship between money and job satisfaction at SYABAS. 
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H11: There is relationship between working condition and job satisfaction at 

SYABAS. 

 

2.7 Summary 

 Chapter two is about literature review that the researcher has done to provide 

better understanding on the study that has been done.  This chapter involved 

literature review on Herzberg’s Motivation-Hygiene Theory of Motivation and job 

satisfaction. 
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CHAPTER 3 

METHODOLOGY 

 

3.1 Introduction 

This chapter describes and explain the research design and survey instrument 

used for the study to generate data, which assist to answer research questions as 

outline in chapter one.  It will also explain in detail about the sampling frame, 

population, sampling technique, sample size, unit of analysis, data collection 

procedures, reliability and validity of instrument, and plan for data analysis that has 

been used for the study. 

 

3.2 Research Design 

The purpose of this research was to investigate the impact of Herzberg’s 

Motivational and Hygiene factors on the job satisfaction. This research can be 

classified into quantitative study since it shows the bivariate relationship among 

variables that will be measure. The research design chosen for this study is a cross-

sectional study. According to Salkind (2009), correlation research can be defined as 

research examines the relationship between variables.  In this study, the researcher 

had investigated the relationship between dimensions in Herzberg’s Motivation-

Hygiene theory toward job satisfaction on the fully utilization of statistical data 

collected and analyzed using SPSS. 

 

3.3 Sample size 

The research sample is drawn from the list of executive employees provided 

by the directory of administration workers from SYABAS organization.  The 
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sampling frame was helpful to the researcher to determine the number of current job 

satisfaction at SYABAS Kuala Lumpur and Selangor. 

 

Table: 3.1: Number of Executives working at SYABAS. 

Districts Number of Executives 

Kuala Lumpur 52 

Selangor (Petaling Jaya) 98 

 

3.4 Population 

 Population refers to the target people, events or this of interest that researcher 

wants to investigate (Sekaran, 2006).The population of the research sample is the 

employees at SYABAS Kuala Lumpur. The participating employees in the 

organization were been selected based on accessibility, familiarity, and willingness 

to participate in the study. Currently there were about 150 executives in SYABAS 

organization. 

 

3.5 Questionnaire 

All questionnaires were prepared in English, as executive workers at 

SYABAS can and often do work in English. The questionnaire used in this study is 

shown in Appendix A.  The questionnaire included a series of statements and the 

respondents were asked to indicate their degree of agreement with each statement. 

Responses were scored on a five-point scale: 1 for "strongly disagree", 2 for 

"disagree", 3 for "neutral", 4 for "agree", and 5 for "strongly agree". All questions 

used in the survey pertaining to determinants of job satisfaction were derived from 

Ewen, Smith, and Hulin (1966), Graen (1966), Sergiovanni (1966), House and 
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Wigdor (1967), Lindsay, Marks, and Gorlow (1967), Maidani (1991), Pizam and 

Ellis (1999), Klassen, Usher, and Bong (2010). Each participant in this survey will 

receive five page questionnaire with cover letter attached and in front of it explained 

the purpose of the study. It was to ensure all the data of the respondent were keeping 

confidential and secret, which mean the integrity was guaranteed. The questionnaire 

had been divided into four sections, section A, section B, section C and section D. 

Section A, consisted of 5 demographic questions such as gender, age, marital 

status, and length of service. The respondents answered by using multiple choice 

questions which the respondents are allow ticking one answer only.  

 Section B, consisted dimensions derived from Herzberg's motivation-hygiene 

factors.  In this research, factors derive from motivators like achievement, 

advancement, work itself, recognition and growth can give impact on job satisfaction 

among employees at SYABAS would be measure. Each of these traits there are 14 

items. In the section C another dimension of Herzberg's theory hygiene’s factors are 

tested. There are 16 items. 

Section D, indicated how much the degree of agreement or disagreement that 

the respondents perceived on job satisfaction.  The scale adapted from (Wright & 

Cropanzana 1998) by a five item scale reflecting overall general satisfaction with the 

job. Each item measured a dimension of the satisfaction constructs; degree of 

satisfaction with the work, co-workers, supervision, total pay and promotional, 

opportunities. In this research study only one scale would be measure, which is 

degree of satisfaction with the work. 

The researcher decided to use the nominal scale for demographic questions in 

section A. Likert scale was using to measure dimensions in organizational culture 

towards job satisfaction at SYABAS. Therefore section B and section C were using 
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five (5) point likert scale (5= frequently, if not always; 1= not at all).   According to 

Salkind, (2003), an interval scale, is more precise and conveys more information than 

a nominal or ordinal level scale.  

 

3.6 Pilot test 

Pilot test has been conducted in SYABAS Headquarters at Kuala Lumpur. 

The questionnaire has been answered by 30 administration workers to measure 

whether they understand the questions given. 

 

3.7 Data collection procedure 

The method of data collection has been done by distributed the questionnaires 

personally to respondents. Respondents were given one week to complete the 

questionnaire before it was collected.   

 

Table 3.2: Data Collection Procedures 

Date Procedures 

1
st
 to 3

rd
 April 2013 Questionnaires have been distributed to 

respondents through method of self-administrated 

6
th

 April 2013 Data have been collected 

9
th

 to 19
th

 April 2013 Data have been analyzed 
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3.8 Technique of data analysis 

Data was analyzed using Statistical Package for Social Science (SPSS) 

Version 20. This study use the descriptive statistic to summarize the demographic 

data, the analysis includes displaying frequencies and for all demographic profile 

variables in Section A of the questionnaire Shariff & Deni, (2005).  The Pearson 

Correlation analysis was carried out next to determine the relationships between 

Herzberg’s Motivation-Hygiene theory and job satisfaction. A Pearson correlation 

will indicate the direction, strength, and significance of the relationships of all 

variables in the study. 

 

Table 3.3: Technique of data analysis 

Research 

Objective 

Concept/ 

Construct 

Measurement Scale Statistic 

RO1: To examine 

the relationship 

between 

motivational 

factors and job 

satisfaction. 

Relationship between 

the motivational 

factors and job 

satisfaction (degree of 

satisfaction with the 

work). 

Data will be 

collected by using 

questionnaire; 

using 5-points 

Likert Scale. 

Interval Pearson 

correlation 

coefficient 

 

RO2: To examine 

the relationship 

between hygiene 

factors and job 

satisfaction. 

Relationship between 

hygiene factors and   

job satisfaction 

(degree of satisfaction 

with the work). 

Data will be 

collected by using 

questionnaire; 

using 5-points 

Likert Scale. 

Interval Pearson 

correlation 

coefficient 

 

RO3: To identify 

the most 

dimension of 

Herzberg’s 

Motivation-

Hygiene factors 

that influence job 

satisfaction (degree 

of satisfaction with 

the work). 

Relationship between 

the strongest 

Herzberg’s Motivation 

–Hygiene factors and 

job satisfaction 

(degree of satisfaction 

with the work). 

 

Data will be 

collected by using 

questionnaire; 

using 5-points 

Likert Scale. 

Interval Multiple 

Regression 

analysis  
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3.9 Summary 

This chapter have discussed about research design, sampling frame, 

population, sampling technique, sample size, unit of analysis, data collection 

procedures, instrument, reliability and validity of instrument and plan for data 

analysis. The results of the study are reported in Chapter 4. 
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CHAPTER 4 

RESULTS AND FINDINGS 

 

 

4.1 Introduction 

This chapter outlines the results of data analysis obtained from data collected 

from respondents. The main purpose of this study is to study the relationship 

between Herzberg’s Theory which included motivational factor and hygiene factor as 

the independent variable, and job satisfaction as the dependent variable. This study 

aims to achieve the research objectives as well as answers the research questions 

highlighted in chapter one. In addition, this study intends to verify the hypotheses 

made in chapter two. 

The statistical method of Descriptive analysis was conducted to describe the 

profile of respondents which includes; gender, age, marital status, race and level, 

length of service. This chapter also illustrates the reliability test made to the 

instruments used using Cronbach Alpha. The researcher also conducted Pearson 

Correlation in determined the existence of any relationships between the independent 

variable and dependent variable. Additionally, Regression Analysis is conducted to 

examine which among the traits in eleven dimensions of independent variable is the 

most important to explain job satisfaction. 

 

4.2 Return Rate of Questionnaires 

 Questionnaires have been personally distributed by the researcher to 150 

respondents in two districts of SYABAS, Kuala Lumpur, and Petaling Jaya. Only 

100 (67%) questionnaires were returned by the respondents and 50 (33%) of the 
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questionnaires were not successfully collected.  The return rate (67%) was acceptable 

where if there was at least 60% response rate to survey therefore the researcher had 

obtained enough response from the population (Johnson, 2010).  

 

Table 4.1: Respondent Survey Return Rate 

 N Percent 

Total Questionnaires 150 100% 

Number of Usable Questionnaires 100 67% 

Number of Uncollected 

Questionnaires 

50 33% 

 

4.3 Demographic Profile of Respondents 

 This section discusses the result of analysis on the demographic of 

respondents.  The descriptive data reported in this study were based on 100 

respondents who were the executive’s employees of two districts of SYABAS, Kuala 

Lumpur and Petaling Jaya. 

Table 4.2: Respondent Gender 

Demographic 

Character 

Variables Frequency Percent (%) 

Gender 

Male 32 32 

Female 68 68 

Total 100 100 

 

 Based on the above table, it was found that there were more female 

executives employees as respondents in this study. Majority of the respondents were 

female with (68%) and followed by men with (32%). 
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Table 4.3: Respondent Age 

Demographic 

Character 

Variables Frequency Percent (%) 

Age 

20-30 61 61 

31-40 23 23 

41-50 16 16 

Above 50 0 0 

Total 100 100 

 

Table 4.3 shows that majority of the respondents were in the age of  20 to 30 

years old representing (61%) of the total number of 100 employees. Twenty three 

respondents of the total between the age of 31-40 years old, whereas (16%) 

respondents of the total between the age of 41-50 years old. No respondents from this 

age of above 50years old from the total respondents. 

 

Table 4.4: Respondent Marital Status 

Demographic 

Character 

Variables Frequency Percent (%) 

Marital Status 

Single 60 60 

Married 40 40 

Divorced 0 0 

Total 100 100 

 

The table above shows the marital status of the respondents. Most of the 

respondents are single with (60%) of the total respondents followed by (40%) 

married respondents and there is no respondent from divorced marital status.  
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Table 4.5: Respondent Race 

Demographic 

Character 

Variables Frequency Percent (%) 

Race 

Malay 91 91 

India 6 6 

Chinese 2 2 

Others 0 0 

Total 100 100 

 

The table above shows the race of the respondents.  Most of the respondents 

were Malay with (91%) of the total number of respondents and followed by Indian 

with (6%), Chinese with two percent and there is no respondent from other race. 

 

Table 4.6: Respondent Length of Service 

Demographic 

Character 

Variables Frequency Percent (%) 

Length of Service 

3 years below 47 47 

3-5 years 14 14 

5-10 years 39 39 

Total 100 100 

 

Table 4.6 shows the length of service. It was found that most of the 

respondents were working with the organization for less than 3 years that represent 

(47 %) percent followed by 5 to 10 years with (39%,) whereas 3 to 5 years with  

(14%) that working in the organization. 
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4.4 Descriptive analysis 

Statistics is a set that to gather, measure, describing and computing the 

quantitative data, on this descriptive analysis will summarize a collection of data that 

researcher get from the dependent variable of job satisfaction towards independent 

variables motivation and hygiene. From table 4.7 below show that item relationship 

with peers get high mean with 12.4 and job satisfaction leading with 14.02 

 

Table 4.7: Descriptive analysis of variable 

 

4.5 Reliability Test 

The reliability test concerned with the stability and consistency measurement 

to access the goodness of a measure. It will answer the questions on how consistently 

it measures a particular concept. Based on the output of the analysis, the Cronbach’s 

alpha acquired indicates that all the items are positively correlated to one another and 

 N Mean Std. 

Deviation 

Achievement 100 11.0600 2.20569 

Advancement 100 7.9600 1.39204 

Work itself 100 10.4500 2.38419 

Recognition 100 8.8800 2.70533 

Growth 100 10.1100 2.32637 

Company policy 100 10.2300 2.33054 

Relationship with peers 100 12.4000 1.30268 

Work security 100 11.3300 2.54675 

Relationship with supervisor 100 9.6700 2.90265 

Money 100 6.4300 2.25297 

Working condition 100 7.1300 2.17727 

Job Satisfaction 100 14.0200 3.38440 

Valid N (listwise) 100   
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it is internally consistent. For that purpose, the Cronbach’s alpha has been used to 

measure reliability among variables. Table 4.8 below show that the results of 

Cronbach's coefficient alpha were satisfactory (between 0.70 and 0.84), indicating 

questions in each construct are measuring a similar concept. As suggested by 

Cronbach (1951) and Nunnally (1978), the reliability coefficients between 0.70–0.90 

are generally found to be internally consistent. It is supported by Sekaran (2006) the 

closer Cronbach’s alpha to 1, the higher the internal consistency reliability. 

Moreover, the actual study respondents are 100 respondents. In my research I found 

that 1 factor that is not consistent which advancement 0.375. 

 

Table 4.8 Testing reliability with Cronbach’s coefficient alpha 

The job satisfaction factors Number of items Cronbach’s alpha 

Achievement 3 0.686 

Advancement 2 0.375 

Work itself 3 0.773 

Recognition 3 0.750 

Growth 3 0.792 

Company policy 3 0.802 

Relationship with peers 3 0.661 

Work security 3 0.761 

Relationship with supervisor 3 0.761 

Money 2 0.895 

Working condition 2 0.836 

Job satisfaction 4 0.814 

 

4.6 Pearson Correlation Analysis 

A correlation test is conducted to determine the relationship between Job 

Satisfaction as the dependent variable and the two dimensions of Herzberg two-

factor theory, namely motivators and hygiene factors as the independent variable. 
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Table 4.9 shows the dimensions.  It was hypothesized that a positive relationship 

exists between these two variables among executives workers in this study. 

The reason bivariate correlation analysis conducted in the study is the 

bivariate correlation analysis measures the relationship between two variables 

motivation and hygiene factors. The researcher conducts a study to explore the 

relationship between Herzberg two-factor theory, and job satisfaction. This analysis 

was done to identify the relationship possibility between the two variables.  Bivariate 

correlation analysis in this study is using Pearson’s Correlation Coefficient.  Based 

on Sekaran (2006), Pearson’s correlation is used to describe the strength and the 

direction of linear relationship between two variables.  

 

Relationship between Herzberg’s Motivation-Hygiene factors and Job Satisfaction. 

 Herzberg’s Motivation-Hygiene factors consist of two elements which are 

motivation factors (achievement, advancement, work itself, recognition and growth) 

and hygiene factors (company policy, relationship with peers, working security, 

relationship with supervisors, money and working condition).  The dimension of job 

satisfaction is consists only one element which is degree satisfaction with the work.  

The researcher has conducted the pearson correlation analysis with the independent 

variable and dependent variable. 
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Table 4.9: Correlations between independent and dependent variables 

  

(r =  _  p<.01) 
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Based on the table above, it shows the relationship between independent 

variable and dependent variable. It presents that there are possible relationships 

between all dimension of Herzberg’s motivation-hygiene factors and job satisfaction. 

Thus, the correlation analysis was conducted to answer the relationship between 

those variable. The finding from this analysis is then compared against the 

hypotheses (H1 until H11) developed in this study. 

The relationship between Herzberg’s motivation factors is tested against job 

satisfaction. From the results obtained in table 4.9, there is high significant 

relationship between hygiene factors within the relationship with supervisors and the 

working condition factors. Hypothesis H9 and H11 (r=.668** and r=.671**, p<.01). 

The relationship between the variables is significant although the correlation is 

moderate. Thus, all hypotheses develop in this study are accepted from  H1 until H11. 

So, from here we can see all variables motivation and hygiene factors in this study 

have a very good significant relationship those to increase the job satisfaction for 

executive at SYABAS.  

 

4.7 Multiple Regression Analysis 

 Regression analysis was conducted to explore the relationship between the 

variables.  Multiple Regression analysis is conducted to identify which among the 

independent variables that explained most the dependent variable. Regression is an 

extension of bivariate correlation and a measure of association between two 

quantitative variables. This method of statistical test is only possible with interval or 

ratio data. According to (Pallant, 2007), multiple regression allows prediction of a 

single dependent continuous variable form a group of independent variables.  This 

analysis was lead to answer research questions; to examine the relationship between 
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motivators (achievement, advancement, work itself, recognition, growth) and job 

satisfaction trait (degree of satisfaction with the work), to examine the relationship 

between hygiene factors (company policy, relationship with peers, work security, 

relationship with supervisors, money, working conditions) and job satisfaction 

(degree of satisfaction with the work). Multiple regression also being used by the 

researcher to identify the strongest dimension of Herzberg’s motivation-hygiene 

factors that influence job satisfaction. 

In order to detect the presence of autocorrelation in the residuals from a 

regression analysis, the Durbin-Watson test statistic was used. The value of the 

Durbin-Watson statistic lies between 0 and 4, with a midpoint of 2 (Durbin & 

Watson, 1950). Durbin and Watson (1950) also stated that, a value of 2 indicates 

there appears to be no autocorrelation. If the Durbin-Watson statistics is substantially 

less than 2, there is evidence of positive serial correlation. For this study, Durbin-

Watson value did not violate the autocorrelation assumptions. 
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Table 4.10: Regression analysis between Herzberg’s motivation-hygiene factors on 

job satisfaction 

 

 

Model Summaryb 

Model R R Square Adjusted R Square Std. Error of the 

Estimate 

Durbin-Watson 

1 .812a .659 .617 2.09536 1.787 

a. Predictors: (Constant), Working condition, Relationship with peers, Growth, Company policy, 

Advancement, Work security, Achievement, Recognition, Work itself, Money, Relationship with supervisor 

b. Dependent Variable: Job Satisfaction 

 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 747.594 11 67.963 15.480 .000b 

Residual 386.366 88 4.391   

Total 1133.960 99    

a. Dependent Variable: Job Satisfaction 

b. Predictors: (Constant), Working condition, Relationship with peers, Growth, Company policy, Advancement, Work 

security, Achievement, Recognition, Work itself, Money, Relationship with supervisor 

 

Coefficientsa 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) -5.642 2.912  -1.937 .056 

Achievement .148 .141 .096 1.046 .299 

Advancement .503 .177 .207 2.849 .005 

Work itself .141 .131 .100 1.080 .283 

Recognition -.209 .117 -.167 -1.784 .078 

Growth .295 .146 .203 2.028 .046 

Company policy -.135 .127 -.093 -1.065 .290 

Relationship with peers .347 .190 .134 1.830 .071 

Work security -.078 .105 -.059 -.742 .460 

Relationship with supervisor .437 .116 .375 3.764 .000 

Money .329 .145 .219 2.270 .026 

Working condition .426 .153 .274 2.792 .006 

a. Dependent Variable: Job Satisfaction 
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 Table 4.10 shows the multiple regression analysis between Herzberg’s 

motivation-hygiene factors and job satisfaction.  The result indicates that R square is 

at .659 and all independent variables (motivators and hygiene) explain 65.9 percent 

of the variance (R Square) in the job satisfaction which it is significant where sig. of 

F value is .000. Furthermore, Durbin Watson value is 1.787 where it lies within the 

range of 1.5 to 2.5.  Based on table 4.10, the researcher has found that only hygiene 

variable in the regression equation emerged as significant predictors of job 

satisfaction.  

 It is evident that the most influential independent variable on job satisfaction 

in this research of SYABAS employee is the hygiene factors under the variable of 

relationship with supervisors (β=.375). Therefore, the findings of this analysis 

accepted H9 which there is a significant relationship between hygiene factors 

(relationship with supervisor) and job satisfaction (β=.375, p<0.05) and rejected H4 

H6 and H8 because there low relationships between those variables where the sig 

value is not p<0.001 or p<0.05.  

From the result that the researcher obtained, it can be concluded that the traits 

in motivators does not moderately influence the relationship between motivation and 

job satisfaction at SYABAS organization. Employees that highly possess low 

motivators to their organization do not differ significantly to job satisfaction. For 

instance, employees who are shows lack of achievement and advancement are more 

likely to be disloyal to the organization because they may not be concerned about the 

teamwork. It is due to perceptions of lack of productivity, participation, cooperation 

and work importance. According to Block, (1991); Katzenbach and Smith, (1993); 

Lawler, (1986); Spreitzer, (1995); Buckingham and Coffman, (1999), effective 
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organizations means the management could empower and engage their people, build 

their organization around teams, and develop human capability at all levels.  

Thus, it can be concluded from the findings of the study that the level of 

employees’ motivators towards job satisfaction does not influence the relationship of 

job satisfaction. However, according to Chiva and Alegre (2009), organizational 

learning capacity through a stimulating work context has effects in developing 

employees ‘competencies and job satisfaction that will increase. 

 

4.8 Summary 

 This chapter described the results and findings of the study in describing and 

answering all research questions that were identified from Chapter One. The findings 

of the study included demographic information of the respondents such as their 

gender, age, marital status, race and length of service. The next section discussed the 

findings of the study which answered all the research questions and tested 

hypotheses. The results obtained perhaps to increase the understanding of the 

researcher and others on the effect of Herzberg’s two-factor theory and job 

satisfaction. 
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CHAPTER 5 

 

CONCLUSION AND RECOMMENDATIONS 

 

 

5.1 Conclusion 

This chapter focused on the discussions about the results of the findings 

presented in Chapter Four.  It includes the analysis of demographic background, the 

relationship between Herzberg’s motivation-hygiene factors and job satisfaction. The 

researcher answered all the research questions of the study. 

 

5.1.1 Conclusion for Demographic Background 

For the demographic background, the respondents were executive at 

SYABAS.  The respondents were from SYABAS Kuala Lumpur and Petaling Jaya 

that willingly cooperated with the researcher to answer the questionnaire.  The data 

were collected from 100 respondents after the distribution of 150 respondents to 

SYABAS districts.  The response rate is (67%).   

 The percentage of gender is dominated by female with (68%) and male is 

(32%). Single status of executive is leading with (60%) and follows by the married 

(40%). In addition the majority of the respondents are in age of 20 to 30 years old 

with (61%) and majoring length of service is three years below and follows by five to 

10 years working experience in the organization (39%). In this survey, respondent 

were generally young executive are hired by the organization as we can see the 

respondent age from this survey are 20 to 30 years old. 
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5.1.2 Conclusion for Research Questions and Recommendations 

 This research paper wants to examine the level of job satisfaction of 

employee at SYABAS as a result of Herzberg’s motivators and hygiene factors. 

Based on the findings for multiple regression analysis, the researcher concluded that 

hygiene factors (relationship with supervisors) have high significant relationship with 

job satisfaction.  From eleven hypotheses developed, only eight hypotheses was 

accepted, and the higher hypothesis ranking under the  H9 where there is a significant 

relationship between hygiene factors (relationship with supervisor) and job 

satisfaction is strongly accepted. This finding was answering to the research question 

three (RQ3) on chapter two which is: 

 

RQ3 : Which Herzberg’s Motivation-Hygiene factors contribute most to job 

satisfaction among executives at SYABAS Kuala Lumpur and Selangor? 

 

H9: There is relationship between hygiene factors ‘relationship with supervisors’ 

and job satisfaction at SYABAS. 

 

In line with the findings of Winer and Schiff (1980) and hygiene factors is the 

important factor in motivating employee in this survey. Therefore, hygiene factors 

are leading than motivator’s factors and it supported by Islam and Ismail (2008) 

compared with America workers, generally Malaysian workers more concerned 

about hygiene factors than motivators factors. 
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Hypothesis Summary 

H1: There is relationship between achievement and job satisfaction at SYABAS. 

According to H1 developed by researcher on this study, there is positive relationship 

between between achievement and job satisfaction at SYABAS (β=.096, p<0.05) and 

hypothesis H1 are accepted. 

 

H2: There is relationship between advancement and job satisfaction at SYABAS. 

Researcher found that advancement factors also have a good relationship between 

employee at SYABAS and job satisfaction hence hypothesis H2 is accepted (β=.207, 

p<0.05). 

 

H3: There is relationship between work itself and job satisfaction at SYABAS. 

One of the factors show here is work itself give a big impact to executive at 

SYABAS and there is positive relationship with job satisfaction with score (β=.100, 

p<0.05). Furthermore hypothesis H3 is accepted in this study. 

 

H4: There is relationship between recognition and job satisfaction at SYABAS. 

Recognition in this study show negative relationship between job satisfaction within 

executive at SYABAS (β= -.167, p<0.05). Recognition towards job satisfaction can 

bring negative relationship which is if there is no recognition employee at SYABAS 

tends to find another better job that can give them recognition in future. Hypothesis 

H4 is rejected in this study. 

 

 

 



53 

 

 

H5: There is relationship between growth and job satisfaction at SYABAS. 

Hypothesis H5 show in this study a positive relationship between growth and job 

satisfaction with results (β= .203, p<0.05). Hypotheses H5 are accepted in this study 

and manager at SYABAS can use this factor to see how important this growth factor 

to employee. Within growth in some department or company can make employee too 

bored with the same work they doing every day. Hence, manager has to find solution 

and give employee opportunities to develop their career in future. 

 

H6: There is relationship between company policy and job satisfaction at SYABAS. 

Negative relationship has been show between company policy and job satisfaction 

towards SYABAS employee. The result found that (β= -.093, p<0.05). Hence 

hypothesis H6 is rejected in this study. 

 

H7: There is relationship between relationship with peers and job satisfaction at 

       SYABAS. 

Relationship with peers has a positive relationship between job satisfactions. 

Hypothesis H7 is accepted in this study (β=.134, p<0.05). Peers are one of the 

hygiene factors that can increase job satisfaction among executive at SYABAS. 

 

H8: There is relationship between work security and job satisfaction at SYABAS. 

Hypotheses H8 is rejected in this study because there is negative relationship between 

work security and job satisfaction at SYABAS (β=-.059, p<0.05). So for the manager 

can use this factor to find what are lack in this factor that can make employee not 

stay longer at SYABAS. 
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H9: There is relationship between relationship with supervisors and job satisfaction 

       at SYABAS. 

One of this hygiene factors get a very high results from this study with the score 

(β=.375, p<0.05). It means that supervisors in any department play a major role to 

increase job satisfaction among executive at SYABAS. Hence, when the relationship 

between supervisor and employee are met to ensure smooth operations and 

developed well can enhance both parties. Hence, hypothesis H9 in this study is highly 

accepted by the researcher.  

 

H10: There is relationship between money and job satisfaction at SYABAS. 

There is positive relationship from one of hygiene factors between money and job 

satisfaction towards executive at SYABAS. The score that researcher get from the 

study is (β=.219, p<0.05). Moreover, hypothesis H10 is accepted. 

 

H11: There is relationship between working condition and job satisfaction at 

        SYABAS. 

From this study, researcher found that working condition also have a positive 

relationship toward job satisfaction among executive at SYABAS (β=.274, p<0.05). 

Hypothesis H11 develop in this study are accepted.  
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5.2 Recommendations 

 Senior Manager at SYABAS can use this useful survey to keep employee 

loyal with the organization using the hygiene factors. For example, management can 

use these factors to increase job satisfaction in order to optimally motivate and 

satisfy employees to get the best out of them. 

 Fix poor and obstructive company policies; 

 Provide effective, supportive and non-intrusive supervision; 

 Create and support the culture of respect and dignity for all team members; 

 Ensure that wages and salaries are competitive; 

 Provide job security; 

 Build job status by providing meaningful work for all positions. 

 

The above actions help in eliminating job dissatisfaction in organizations and 

there is no point trying to motivate people or employees until these issues are 

addressed. Addressing the above issues should not be an end in itself but rather 

managers are to be aware that just because someone is not dissatisfied does not mean 

one is satisfied either. It is crucial in the work environment to identify conditions for 

job satisfaction. 

  

The problem is many employers and managers look at the hygiene factors as a 

way to motivate when in fact, beyond the very short term, they do very little to 

motivate. Perhaps managers like to use this approach because the thinking is that 

people are more financially motivated than they are, or it takes less management 

effort to raise wages than it does to re-evaluate company policies and redesigning 

jobs for maximum satisfaction. Furthermore management has a responsibility to 
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ensure that workers are treated fairly and with respect including helping workers to 

grow within their jobs and giving employees those opportunities for achievement. 

 

Hence, managers need to consider also some recommendation: 

 Providing opportunities for achievement. 

 Recognizing workers contributions. 

 Creating work that is rewarding and that matches the skills and abilities of the 

employee. 

 Giving as much responsibility to each team member as possible. 

 Providing opportunities to advance in the company through internal 

promotions. 

 Offering training and development opportunities so that people can pursue 

the positions they want within the company. 

 

When employers and employees work together and give a good cooperation, this 

will give a good impression of the SYABAS organization development and lead to 

higher job satisfaction to every executive and also staff among SYABAS. 

 

5.3 Limitation and Direction for Future Research 

The study was conducted among executive employees in SYABAS to 

investigate the employees’ job satisfaction with the effect of Herzberg’s motivation 

and hygiene factors toward job satisfaction.  This study was limited to employees in 

SYABAS, hence for the future research it can be examine in a bigger scope than 

before it will be more great to study among employee in Malaysia in any industries 
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such as manufacturing, tourism, banking and government sectors. Using the 

moderator can be more exciting to do this survey in many ways and it can help 

management know employee concern and needs and it may improve job satisfaction 

among employee. 
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