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Abstract: The purpose of this study is to explain job satisfaction and motivation in brief.
Previous studies and researches related to the subject are scanned. This research was prepared
especially to provide support to the studies of increasing personnel motivation and job
satisfaction of managers.

The research shows that, people with high job satisfaction have as well as much better
both the spiritual and physical health, they can learn new tasks soon, help others and avoid from
conflicts, they can minimize the risk of accidents at work, take more positive approach to their
customers, serve them and even they are persons exhibiting participant behavior.
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INTRODUCTION
Pace of globalization gets faster and the world gets smaller, competition in enterprises

is also increasing. Increased competition has changed perspectives of business owners and
employees. Developing human resource management employees in the enterprise work
efficiently every day and be adapted to use a variety of methods. The relationship between job
satisfaction and motivation has an important place in enterprises.

The main aim of this paper is to analyze job satisfaction and motivation in short.
Previous studies and research on this subject is scanned. This research particularly shows the
satisfaction of staff with the work of managers in business and to provide support to other
studies on increasing the level of motivation.

The importance of the study: Success in organizations, financial and physical resources,
is the result of the integration of appropriate human resources. Developing organizations
flourish not only with the development of financial and physical resources, but also they are
aware that, improvement of human resources, by motivating workers, is important to succeed
(Brown, 2003, 31). As it can boost the production by performance of employees, it can also
limit the production. This feature of the human factor has brought the need to motivate people
to work (Bowen & Radhakrishna, 1991). Today, in addition to attract people to work with,
organizations are experiencing difficulties in retaining people within the organization. This
factor has brought the need to satisfy people with their jobs. .

Job satisfaction is very important for the continuity of a business. A high level of
employees’ job satisfaction increases the efficiency with. organizational commitment. The
employees work efficiently and effectively within the organization whel} they feel a large extent
of job satisfaction. Therefore the organizations should put an effort to improve the factors that

affect the job satisfaction of employees [1] [2].

METHODS AND TECHNIQUES . _
This study was prepared by compiling previously conducted research and written

articles on the topic. It is intended to be improved the awareness about the issue of working
with this study using the technical literature. Books, magazines, articles, internet sources and
other materials have been published on this subject were used.

CHALLENGES AND LIMITATIONS . o
Due to the many studies on this subject, it was extremely difficult to put an original

work.
DEFINITIONS
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Various researchers defined motivation as: an internal drive to satisfy an unsatisfied
need [3]; and the will to achieve [4]. For this study, motivation is defined as the inner force that
pushes individuals to achieve organizational goals.

Many researchers have defined job satisfaction as: the pleasurable emotional state
resulting from the appraisal of one’s job as achieving or facilitating the achievement of one’s
job values [5]; and the extent to which people like or dislike their jobs [6].

MOTIVATION AND JOB SATISFACTION

Motivation was seen as a dynamic concept by Maslow. According to him, the concept
of motivation involves changing both social and personality variables in Hierarchy of Needs
model; people are motivated to meet five levels of needs: physiological, safety, social, self-
esteem and self-actualization needs [7]. For instance, humans work to get money and to meet
physiological needs such as food and house. People work to have a sense of security, knowing
that at the end of each month they will receive their salary that will enable them to live as
securely as before. Some people may enjoy working because it provides them a social
environment where they could network and deal with other people. In so doing, their social
needs are fulfilled. People’s esteem needs may be fulfilled when they receive respect and
recognition for their work; and for some very lucky people, their self-actualization needs may
be met by them doing work that they really enjoy and excel at. Employee’s persistence,
productivity and performance are influence by motivation [8], [9]. Motivated employees are
more loyal with their work and organization as compare to less motivate [10], which shows
motivated employees will be more responsible development opportunities offered. Motivated
employees show more commitment with the jobs [11]; They do more struggle to achieve the
organization goals as compare to low motivated employees.

There is a positive relationship between job satisfaction and life satisfaction. If People,
yvho spend a significant portion of their lives in the work environment, are happy with their
jobs, it makes positive contribution to their life satisfaction [12]. In this context, a staff with
high power of job satisfaction provides a positive contribution to the state in terms of the macro

a.nd micro in organizations. The benefits of micro and macro context of job satisfaction are
lined up as follows:

Table 1. Benefits of Micro and Macro Perspective of Job Satisfaction

BENEFITS OF MICRO PERSPECTIVE BENEFITS OF MACRO PERSPECTIVE
ﬂffective use of business 5
resources . -To form society with individuals due
-An increase in productivity to job satisfaction and life
-To creation a peaceful working satisfaction ;
envuro.nment -To increase the importance of i
-Creating trust between employment policy
eme!ovees and empl?yers +To ensure the confidence of people
-To.ll'\crease the quality of in the community with high life
activities atisfaction
-To :‘ed:‘;e costs and to increase -To increase in state tax revenues by :
profitability increasing the profitabili |
-To add the company a ¢ Profitabllity of the i

ompany
Qmpetitive advantage j\ j
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Sourf:e: A. Pehlivan, B. Gerekan, “A Research on Determining the Job Satisfaction Levels of
Public Internal Audit Staff’, Afyon Kocatepe University, LLB.F. Journal, V.12, N 1, 2010,
p.32.

CONCLUSION
Work is an important part of human life. Hence, satisfaction of employees' work

conditions affect their lives. It is important in terms of business efficiency. Happiness of the
employees is especially important to be satisfied with their jobs. Normally an employee of the
company who are happy to work in business will be more useful. In this case, as well as business
productivity will increase organizational commitment.

Motivation is concerned directly with the source of the behavior. And the intensity of
how behavior can be guided or directed behavior of attitude tries to demonstrate how it can be
enhanced. The reason for the need of people's nature is dynamic and can be quickly influenced
using different methods. Major element of human resources management business falls in
providing the motivation. To increase employee productivity and job satisfaction is possible
with motivation in organization. Therefore, workers with high job satisfaction are productive

and happy employees.
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AHHOTamuA: Llens DaHHOrO MCCIENOBaHMA COCTOMT B NOMCKE MyTeH M METOHOB
HOBHIMICHHA MOTHBALMH M YHOBIECTBOPEHHOCTH BBINOJHAEMOH pabotoil. IIposeneHHbie
HCCNIE[OBAHUA TIOKa3alM TaKHe pe3yNbTaThi, YTO €COHM JIIOAH TNOJYYaloT GOMbIIOE
YIOBJIETBOPEHHE OT BBINOTHACMOH UMH PabOTEL, TO OHH M TYXOBHO, ¥ (PU3HIECKH HAMHOIO
KpEIT4e TeX, KTO 3TOro He uMeeT. OHM GoJiee TROPIECKH OTHOCATCS K BHIIOMHAEMBIM 3aaHASM,
MOTYT NPHHUMATh CaMOCTOATENBHEIC ¥ OTBETCTBEHHEIE PEICHHUs, GoJiee KOMMYHHKAGeIbHBI U
TIO3UTHBHO HACTPOCHBI K OKPYXKAIOIIMM KOJLTeraM. Taioke Takue JIOMH MeHbIIE [IOBEPIKEHE]
Pa3MIHBIM CTPECCAM M PHCKAM, C GOBIINM OHMMAaHHEM M COYYCTBHEM OTHOCATCS K JYKUM
npoGneMaM, 6oiee yBaXXUTENbHO ¥ TAKTHYHO OTHOCATCS K IIOCETHTEIISM,

KiioyeBbie cioBa: Morusaums, yoBierBOpeHHOCTS paboroii, nepcoHan, KOHPIUKT.
pabOTHHK.
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Kaitnay6aes A.
Cyneiiman [Jemupen Yuusepcumeminiy mazucmpanmer, Kacxenen, Kazaxcman

KbI3METKEJIEPIH, YOXK JKOHE )KYMBICTAH KAHAFATTAHY
JAEHTEHATH KOTEPY

Angatna: Byn seprreymiH eH 6acTbl MAaKCaThI KYMBICTaH KaHAaraT ajy MeH
MOTHBAUMSAHBI KbICKALIA TYCIHAIpY GONBIM TaGhUIAmBI. TaxpIppinka GaiinaHbBICTEI KoITEreH
QIIBIHFBL  3€PTTEYNEpP KapacThIpsUambl. Byn I 3€PTTEY MEHEKEPIEPIIH  KYMBICTaH
KaHAFaTTaHybl MCH KbISMETKEP/IEPAiH MOTHBALIMSUIAPBIH KOTEPY XKAMITBI FRUIBIMY XKYMbICTapFa
KOCBIMILIA YI€C KOCY YIIiH JaHBIHAAIEII OTHID.

By 3eprrey, xyMbichHaR KaHaraTTaHFaH alaMIapbIH 6acKanapra Kaparauna pyxaHu
KOHE TOHH NICHCAY/BIFBIHBIH aKcapa OTHIPHIM, Gepinren TanchIpManapisl KbiCKa Mep3iMae
OPBIHJAN, e3renepre KOCHIMIIA KOMEK KepceTyi MEH @3/IePiH KaKTLIFBICTapAaH aymnax ycranm,
KYMBIC  ODBIHApBIHAA amaT Kayiltepid GapbiHma asaiiTyra ynecid kxoca OTBIPBHIIL,
KIHEHTTEPIHE OH KO3Kapac KepceTyMeH KoMMail, COHBIMEH KaTap oJilapra KepeMeT KbI3MeT
KOpCeTin, KIMeHTTepAIH ic-opexeTTepine Tikeneif BIKIAT KaCANTHIHbIL Kepcereni.

Kinr cesnep: Vox, xymeictan KaHAraTTaHy, KBISMETKED, KAKTBIFBIC, JKYMBICIIEI
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