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Introduction  

 

Motivation and job satisfaction are two crucial aspects that influence the 

quality of work life for all higher education faculty members. Motivation 

involves both internal & external forces that inspire someone to take an 

action or accomplish something (the reasons that motivate someone) and 

has a major impact on an educator's level of engagement and commitment 

to their work. A highly motivated educator typically performs well, 

contributes positively to the academic environment, and improves 

student learning outcomes. 

 

Job satisfaction, by contrast, is the degree of satisfaction an educator 

experiences with aspects of their position: role, duties/responsibilities, 

and the culture of their workplace. Higher job satisfaction leads to 

increased productivity, reduced turnover, and stronger collaboration 

among employees. Faculty members in higher education are expected to 

perform many functions, including teaching, conducting research, and 

providing community service, all of which require effective juggling of 

competing demands. The degree to which faculty members can 

successfully juggle these competing demands is often influenced by their 

level of job satisfaction and motivation (Bai & Ghazali, 2024).  

 



 

By understanding the relationship between motivation and job 

satisfaction, colleges and universities can foster a learning and working 

environment by engaging educators. The interdependence of motivation 

& satisfaction is supported by motivation theory, which provides 

theoretical frameworks for understanding how a variety of motivational 

techniques may improve job satisfaction for faculty and ultimately yield 

improved academic outcomes for students and the institution. The 

motivation theories that people have studied for many years can help 

organizations improve employee morale and job satisfaction by 

providing an understanding of these theories. 

 

Maslow's Hierarchy of Needs describes how individuals are motivated to 

satisfy a series of needs, starting with basic needs such as food, shelter, 

and water. Once those basic needs (physiological needs) are met, they 

move upwards in the hierarchy of needs to more complex needs (such as 

self-esteem and self-actualization). Therefore, when faculty members are 

employed, they would likely seek a job with a secure income and a good 

work environment initially. However, once they have security and a good 

working environment, they would expect to experience personal growth 

or to be recognized for their contributions. 

 

Hygiene factors (such as salary and working conditions) prevent faculty 

from being dissatisfied, but do not motivate faculty to improve their work 

performance (according to Herzberg's Two-Factor Theory). Motivational 

factors (such as professional development opportunities, recognition for 

their contributions, and a sense of purpose for teaching) can improve job 

satisfaction for faculty members. 

 

Self-Determination Theory (as presented by Sebit) explains the 

importance of intrinsic motivation (motivation that arises from within an 

individual for reasons related to personal interest or satisfaction, as 

opposed to extrinsic motivation, which arises from external sources). 

Faculty members who have autonomy to do their job, have opportunities 

to master their subject area, and can contribute meaningfully to their 

institution are typically more satisfied with their job than those who do 

not meet these conditions. (As stated in both Bai & Ghazali and Al-Ansi 



 

et al.). These theories suggest that addressing the diverse motivational 

needs of faculty members will ultimately improve their job satisfaction. 

This method naturally entails evaluating specific elements that influence 

job satisfaction in higher educational institutions, thereby providing 

insight into how to develop a workplace that fosters a positive working 

environment for faculty members and supports the institution's 

successful operation. 

 

Factors that Impact Job Satisfaction 

There are many interrelated elements that influence job satisfaction 

among those who work in higher education and shape how faculty 

members experience their jobs. A very important element when 

determining an employee's job satisfaction in an institution of higher 

education is having a supportive work environment. A supportive work 

environment includes not just physical attributes but also the institution's 

emotional aspects. As faculty members perceive that their colleagues and 

the administration are supportive, they develop a greater sense of 

belonging and therefore increase their job satisfaction. Also, recognition 

and reward systems are extremely important to faculty members' job 

satisfaction. When institutions recognize faculty members' contributions, 

it creates an environment of appreciation and encourages faculty to put 

forth additional effort and maintain their level of commitment (Manasa & 

Kasman, 2024).  

 

An additional element that is extremely important is professional 

development opportunities. When an institution invests in the 

professional growth of its faculty through workshops, conferences, and 

mentoring programs, not only is the faculty member's teaching improved, 

but their morale also increases. In addition, by demonstrating a 

commitment to faculty development, institutions communicate to faculty 

that their professional growth is valued. Therefore, faculty members' job 

satisfaction and level of engagement with their work will increase. 

(Padilla et al., 2023).  

 

The various factors that contribute toward job satisfaction provide the 

foundation on which a faculty member's work motivation is built. As a 



 

faculty member's job satisfaction grows, their motivation will increase, 

resulting in improved performance and greater commitment to the 

institution. It is necessary to understand how each of these elements 

relates to the others, as the next chapter will demonstrate the direct 

impacts of motivation on job satisfaction. That is, socially motivated 

faculty are intrinsically connected to the level of support and value they 

feel in their profession and, therefore, their drive to excel academically. 

(Shaikh et al., 2023).  

 

 

Motivation and Job Satisfaction: A Powerful Correlation 

Motivation is strongly correlated with job satisfaction among faculty in 

higher education. Numerous studies show that motivated faculty are 

typically more satisfied with their jobs, leading to enhanced overall job 

performance. For example, the results of a recent case study conducted at 

a prestigious university showed that motivated faculty reported higher 

job satisfaction when they received recognition for their efforts. Increased 

job satisfaction may lead to improved teaching effectiveness and greater 

student engagement. 

 

Motivation plays an important role in job satisfaction through several 

different avenues. Intrinsic motivators (e.g., having a sense of purpose, 

being passionate about teaching) are positively correlated with faculty 

perceptions of their jobs. Faculty members who feel like they make a 

difference in the lives of others (i.e., their students) are more likely to have 

positive emotional responses toward their job. On the other hand, 

extrinsic motivators (e.g., salary, benefits) also contribute to job 

satisfaction, but typically to a lesser degree, unless they are comparable to 

what faculty members anticipate (Margolang et al., 2024).  

 

In conclusion, the relationship between motivation and job satisfaction 

significantly impacts faculty performance. Educators who are motivated 

and satisfied with their jobs tend to utilize innovative teaching strategies, 

participate in professional development, and collaborate with other 

faculty members (Prianto & Handayani, 2024). Institutions can foster 

faculty motivation and job satisfaction through their support systems, 



 

which, in turn, will create an environment conducive to job performance 

for faculty, students, and the academic community. This will set the stage 

for the next section, which will also examine how institutional support 

can further strengthen these dynamics.  

 

How Institutional Support Helps Faculty 

Institutional support has been established as an important factor in 

promoting faculty motivation and job satisfaction in higher education. By 

implementing effective administrative policies, institutions can create a 

structured environment that supports faculty engagement and growth. 

For instance, schools that establish transparent communication with their 

faculty and create clear pathways for professional development make 

their faculty feel valued and aligned with the institution's mission(s). 

Institutions committed to promoting a culture of support for their faculty 

are most likely to have faculty who are motivated to contribute to their 

departments and/or interact with students. 

 

Providing mentorship programs for new faculty members is also an 

essential aspect of providing institutional support. Providing 

opportunities for new faculty to work with experienced faculty as a 

mentor for guidance in overcoming challenges related to their work, 

improving instructional practices, and developing their professional 

network provides a supportive learning environment that helps to foster 

strong relationships between new faculty and help to develop a sense of 

community within the academic institution as a whole, while also 

enhancing the overall satisfaction of the faculty member being Faculty 

members are motivated by resources, which include Research Funds, 

Technology, and Professional Development Workshop(s). When faculty 

members have access to resources that support their success, they tend to 

look for new and creative ways to teach and conduct research. 

 

However, even though resources are available to support faculty 

members in their teaching and research roles, many faculty members 

report encountering barriers that affect their ability to perform their 

duties, including increased workload and reduced opportunities to 

advance within the institution. Barriers to performance are important to 



 

establish an environment of motivation and job satisfaction for faculty 

members because they affect their job satisfaction. 

 

Barriers to Performing 

The existence of barriers to performing directly affects faculty members' 

motivation to perform and job satisfaction. The inability of faculty 

members to achieve work-life balance is a barrier. Faculty members 

struggle to maintain a healthy work-life balance between who they are at 

work (the teacher and researcher) and their personal lives with family and 

friends. When faculty members are unable to achieve a work-life balance, 

they may become burned out, leading to decreased motivation for 

teaching and job satisfaction. 

 

Another area of concern for faculty members is their job security. 

Increased competition for funding among colleges and universities 

contributes to faculty members' fear of losing their jobs. Concerns about 

job security create significant anxiety, making it difficult for faculty 

members to be creative and take risks in their teaching because they fear 

that anything that goes wrong will cost them their jobs. 

 

Faculty members are also subject to stress due to the large number of 

administrative duties they are required to perform. When faculty 

members spend most of their time on paperwork and other institutional 

responsibilities unrelated to teaching, they become overwhelmed, 

undermining their mission to teach and mentor students (Khan & 

Sreenivasan, 2024).  

 

The barriers illustrated above underscore the need for strategies to 

enhance faculty members' motivation and job satisfaction. Institutions 

must implement processes to help faculty members achieve work/life 

balance, provide faculty members with a sense of job security, and/or 

protect and defend faculty members from institutional processes that 

prevent faculty members from fulfilling their responsibilities to students. 

By addressing the barriers to faculty motivation and job satisfaction, 

institutions will also foster greater engagement with the institutional 

community, thereby improving students' learning outcomes and 



 

enhancing their overall educational experience (Khan & Sreenivasan, 

2024).  

According to research, there's a key relationship between motivation and 

satisfaction in work. The key takeaways from the research are that the 

combination of supportive environments (co-faculty), recognition of 

achievements, and institutional policy significantly affects the level of 

motivation and satisfaction of faculty working within those spaces. 

Faculty members who feel valued and are involved in continued 

professional development have higher levels of motivational energy and 

greater commitment to their students' performance. 

To improve the faculty experience at higher education institutions, 

several recommendations are offered. First, institutions of higher 

education need to develop a culture of open communication and 

collaboration through routine feedback, the development of mentoring 

networks, and the encouragement of interdisciplinary work. 

Additionally, higher education institutions should recognize the 

accomplishments of their faculty (both individually and collectively) to 

establish a culture of appreciation. 

For these changes to be made, all stakeholders (administrators, faculty, 

and students) must be involved. Administrators should listen to their 

faculty's needs and work with them to actively engage them in their 

institutions' decision-making processes. Faculty must be advocates for 

themselves and their colleagues when articulating their experiences to 

administrators and providing recommendations for positive change. 

Students can support the faculty's initiatives and provide constructive 

feedback on their faculty members' performance. 

Through implementing the recommendations above, higher education 

institutions can develop a highly performing and satisfied faculty, which, 

in turn, provides their students with enriching educational experiences 

and creates vibrant academic communities. 
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