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Abstract: Job satisfaction can define as level of positive feelings or attitudes that employees have towards their jobs and it is key 
significant for an organisation which is in the development of total excellence. This prerequisite of total excellence, first of all, is 
based on the sincere commitment to work of the blue- and white-collar workers and being satisfied with their jobs and doing their jobs 
caringly. The role of motivation about the productivity and the efficiency is a subject which has been studied and debated for years. 
The Organisation success depends on employee’s skills and abilities. With zero error in production and its services, ensuring full 
client satisfaction and employee in a harmonious relationship with their colleagues and work is the primary target of “job satisfaction”. 
Composing client satisfaction and loyalty, however, depends on making the organization employees satisfied and the degree of 
saturation for their job. With this study, theoretical description to job satisfaction was attempted to stress the theories explaining job 
satisfaction and therefore the importance of the work satisfaction works and also what the job satisfaction and therefore the 
relationship between employee attitudes. 
 
Keywords: Job Satisfaction, Importance of the Job Satisfaction, Content and Process Theories of Job Satisfaction. 
 
1 Introduction 

Human Resources are the real back bone of the organization.  Even though a firm has positive strength in all other aspects, 
unless supported by efficient human resources; it could not succeed in its endeavors.  This selection of employees merely does not 
give better results.  But constant efforts can only bring the firm on a good track.  Thus, every organization tries to motivate their 
employees towards positive lines and ultimately receive benefits.  In this regard the satisfaction of an employee at work is very much 
essential to achieve the desired goals by an organization. 
 

Organisation is a combination of individuals and environment where they are working. The success of an Organisation is 
dependent on how the individual behave within the organization.  Behavior of individual is influenced by several factors like Personal, 
Environmental, Organizational systems and Resources. 

 
 The performance and development of an individual in an organization is directly linked with Job at his behavior.  Normally, 
an individual likes a job where ever he is satisfied with the job.  At the same time his attitude and role also reflect over his satisfaction. 
 
 Satisfied employees behave towards rationally.  However, satisfaction of an employee at work is concerned with various 
factors like Psychological, Physiological, Social group and Ethical factors. 
 

But the proportions of those dimensions of a human factor in employment may be differing from situation to another.  A part 
from it, Job Satisfaction is viewed by different psychologists as well as researchers. It is considered as one’s feeling towards one’s job. 
It can’t be seen but inferred. Vroom (1978) opined that positive attitude towards the job are conceptually equivalent to Job Satisfaction 
and negative attitude towards the job indicates Job Dissatisfaction. 
 
  Job Satisfaction may be viewed as the pleasurable emotional state resulting from the perception of one’s job as fulfilling or 
allowing the fulfillment of one’s important job values, provides these values are compatible with one’s needs. 
 
 According to P.C. Smith1 Job Satisfaction is the persistent feeling towards discriminable aspects of the job situation. 
 
 E.A. Locke admits that Job Satisfaction and Job Dissatisfaction are seen as function of perceived relationship between what 
one wants from one job and what one perceives it as offering or entailing. 
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Locke gives a comprehensive definition of job satisfaction as involving cognitive, affective and evaluative reactions or 
attitudes and states it’s a pleasurable or positive emotional state resulting from the appraisal of one’s job or job experience’. 

  
Sometimes Job Satisfaction is referred to as overall feeling of satisfaction. i.e., Satisfaction with the situation.  At some other 

point of times, it refers to a person’s feelings towards specific dimensions of the work environment. 
 

 Job Satisfaction is a vital component of organizational ambiance and an important constituent in management – employee 
relationship. Job Satisfaction is a positive emotional state that occurs where person’s job seems to fulfill important job values, 
provided the values are compatible with one’s needs. Job Satisfaction in simple words is an individual’s emotional reaction to the job 
itself. It is person’s attitude towards the Job. In-fact, satisfaction from job in fact Satisfaction is a solution to various related to an 
Individuals Behavior Viz., 
 
1.1 Relation with the mental Health: It relates directly on Mental Health. Dissatisfaction with one’s job may have especially volatile 
spillover effects.  Many unresolved personality problems and maladjustments arise out of a person’s inability to find satisfaction in his 
work. Both scientific study and causal observation provide ample evidence that Job Satisfaction is an important for the psychological 
adjustment and happy living of an individual.  A classic study done by Arthur Kornhausen provides empirical evidence for the 
relationship between Job satisfaction and mental health.  In fact, Job Satisfaction and the Life Satisfaction are inextricably bound. 
 
1.2 A positive correlation with Physical health: logically, people with greater satisfaction tend to have greater incomes and more 
education and thus coincidentally enjoy greater benefits which promote longevity.  On the other side of the coin, it was contended that 
constant dissatisfaction with work represents stress which, in turn, eventually takes its toll on the organization. A study by Palmore 
has come to the finish that employees who like work are likely to live longer. Therefore, Job Satisfaction is an essential element to 
maintain physical health also. 

1.3 Spreads good will of the Organization: People who feel positively about their work life are more apt to voice ‘favorable 
sentiments’ about the organization to the community at large.  When the goodwill of the organisation goes up, new, qualified, and 
vibrant entrants show their interest in joining organization.  Organization therefore will be in a position to enjoy the talents of people 
as Job Satisfaction fosters a persistent excess of public goodwill towards the organization. 

1.4 Impact over the Organisation:  A satisfied individual can find it easy to live with inside the organization as well as outside it.  
On the contrary, a chronically upset individual makes organizational life vexatious for others with whom he interacts. 

1.5 Reduces absenteeism and turnover: Higher Job Satisfaction reduces labour turnover and absenteeism and the managers are 
compelled.  If they are unconvinced about the qualities of job satisfaction. Shall give priority and adequate weight age to Increase.  A 
serious consequence of Job dissatisfaction can be increase employee turnover. 

2. Objectives 
Objectives of the Study the objectives of the present study is 

 To study about the various theories of job satisfaction 
 
3. The Importance of Job Satisfaction 
When employees are permitted to operate liberally, job satisfaction can contribute considerably to the organizational effectiveness. It 
preserves to contribute to productive output in the form of high quantity and quality of products or services, as well as to 
organizational maintenance as represented by low absenteeism and turnover. However, in a great many instances, aspects of the 
person, the organisation, or the environment constrain the satisfaction-productivity relationship to the point where its practical 
importance is minimal. In the end stress may catch up with such a person and signs of poor corporate citizenship may appear, but such 
denials of natural satisfaction output patterns can maintain themselves for long periods. That's why, job satisfaction is often much 
more important to the individual than to the employing organisation. Persons can change their jobs, thereby obtaining more satisfying 
in the work. Organisation can reallocate people from job to job within the organisation, but their capability to move people from 
organisation to organisation is very limited. The understandable exception is when a firm provides outplacement assistance to its laid-
off workers 
 
4. Motivation: We are all basically working to live and not living to work. All of us are working incessantly, sometimes even 
stretching our limits to realize our goals and desires. Here is the ‘invisible force’ that is propelling us to put our best efforts towards 
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achieving our personal and professional goals. It is nothing but ‘Motivation’ which gives us the required ignition and enables us to 
unlock our inner potential. It can be defined as ‘an ability to influence somebody’s or one’s behavior towards specific desired goals. 
What is normally considered very difficult or impossible to achieve can be achieved through motivation and high level of motivation 
making the ‘impossible ‘, to ‘possible.’ It is the boundless curiosity and motivation that has led to many inventions and discoveries. 
Motivation is the mantra of success in any sphere of human activity. It acts as a driving force and gives us the required fillip and 
stimulus to act and realize our goals, whether they may be either personal or professional. 

4.1. “Internal and external factors that rouse desire and energy in people to be continually paying attention and committed to a job, 
role or subject matter and to apply constant effort in attaining an objective. Motivation results from interactions among aware and 
insensible factors.” 

4. 2. Job Satisfaction and Motivation are two very much interrelated concepts. Although there are certain theoretical and practical 
differences between the two concepts, it must be noted that the two are closely related. Job satisfaction is associated with job behavior 
as work motivation. Most theories of motivation have an underlying assumption that individual is motivated to seek that which is 
pleasant for them. As a result, many theories of motivation are also considered at least in context, some important theories of 
motivation which are capable of explaining sources of satisfaction and dissatisfaction of job from specific view points and which will 
help in understanding the dynamic. 

5 Theories of Job Satisfaction 
A theory of Job Satisfaction has been treated as a compound set of variables. There have been a variety of attempts to explain 

job satisfaction in different ways A reflection on these theories strength of character show that in the discussion it is very not easy to 
consider motivation different from job satisfaction, even though there are both theoretical and practical differences between the two 
concepts.  Though, the two are closely related and as the actions used in the analysis of work motivation are remarkably similar to 
these used in the studies of job satisfaction. The various theories of job satisfaction are subsumed under two categories namely content 
theories and process theories.  The previous category emphasizes the specific factors which motivate the individual towards job, while 
the latter category deals with dynamics of this motivational process.  Although criticisms were raised against these theories, they 
represent groundwork for the expansion of later theories.  Consequently, any conversation of job satisfaction will be unfinished and 
insufficient if a momentary look at the contributions of the important theorists is not made. Therefore, a very brief evaluation of the 
important-theories is attempted in the following section. 

 
5.1 Content Theory: The content theories are concerned with identifying the needs/drives that people have and these needs/drives are 
practiced. 
 
5.1.2 a. Hierarchy of Needs Theory (1943) 

One of the most widely mentions a theory of motivation is the Hierarchy of needs theory put into view by Psychologist 
Abraham Maslow. Maslow sees human needs in the form of a hierarchy, mounting from the lowest to the highest and he concluded 
that when one set of needs is satisfied, this kind of need ceases to be a motivator. A need hierarchy of five levels by Maslow is 
depicted in the figure 3.1 
 
As per his theory the needs are 
1. Physiological needs: Includes Hunger Thirst, Shelter, Food and other physical needs. 
2. Safety: Includes security and protection from physical and economical harm. 
3. Social: Includes affection, belongingness, acceptance and friendship 
4. Esteem: Includes internal regard factors, such as self-respect, autonomy and achievement, and external factors, such as status, 
recognition and acquaintance. 
5. Self-Actualization: This drive to become what one is capable of becoming includes growth, achieving one’s potential and self-
fulfillment. 
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Figure 3.1 

 
Figure 3.1 Maslow’s Hierarchy of Needs 

All of these needs become substantially satisfied, the next need becomes dominant.  In terms of Figure 3.1, the individual 
moves up the steps of the hierarchy. In view of the fact to facilitate the stand point of Motivation, the theory would say that although 
no need is ever fully appreciative, a considerably satisfied need no longer motivates. If you want to motivate someone, according to 
Maslow Theory, you must understand what level of the hierarchy that person is presently on and focus on satisfying the needs at or 
above that level. 

 
 Maslow separated the five needs into higher and low orders.  Physiological and safety needs were described as lower-order 
needs, and social, esteem, and self-actualization needs are categorized as higher order needs. The differentiation between the two 
orders was made on the premise that higher order needs are satisfied internally (within the person), whereas lower-order needs are 
predominantly satisfied externally (by things such as pay, union contracts and tenure). 
 
 Maslow’s needs theory has received wide recognition, particularly among practicing managers. 
 
5.1.2 Herzberg’s Two Factor Theory (1959):  

Fredrick Herzberg and his associates developed the two-factor theory. Herzberg’s motivation- Hygiene theory, Herzberg’s 
original study consisted of interviews with 203 accountants and engineers, chosen because of their growing importance in the business 
world, from different industries in the Pittsburgh area of America. He used the critical incident method. Subjects were asked to relate 
times when they felt extraordinarily good or extraordinarily bad about their present job or their previous job. They were asked to give 
reasons and description of the sequence of events giving rise to that feeling. Responses to the interviews be generally consistent, as 
well as revealed that there were two different sets or factors affecting motivation and work and this led to the two-factor theory of 
motivation and job satisfaction. Individual set of factors are those which, if absent, cause dissatisfaction. These factors are related to 
the job context, they are concerned with environment and extrinsic to the work itself. These factors are ‘hygiene’ factors or 
‘maintenance’ factors. They serve to prevent dissatisfaction.  

 
The other set of factors are those which, if present, serve to motivate the person for superior endeavor in addition to 

performance. These factors are related to job content of the job itself. They are the motivators or growth factors. The potency of these 
factors will affect thoughts of satisfaction or no satisfaction, but not dissatisfaction. The hygiene factors are capable of related 
approximately to Maslow’s lower-level needs and the motivators to Maslow’s higher-level needs. Appropriate attentions to the 
hygiene factors force tend to prevent dissatisfaction, but do not by itself create a positive attitude are motivation to work. It brings 
motivation up to a zero state. The opposite of dissatisfaction is not satisfaction but, basically, no dissatisfaction. To motivate 
employees to give their best the supervisor must give proper attention to the motivators or for growth factors. 
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Figure 3.2 
. 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Herzberg emphasizes that hygiene factor is not a ‘second class citizen system’. They are as important as the motivators, but 
for different reasons. Hygiene factors are essential to stay away from unpleasantness at job and to deny inequitable treatment. 
‘Organization should never deny people proper treatment at work’. The motivators to what people are allowed to do and the 
excellence of human experience at work. They are the variables which actually motivate people. According to Herzberg, today’s 
motivators are tomorrow’s hygiene because the final stop influencing the behavior of persons after they get them. As a result, one’s 
hygiene may be the motivators of another. 

 
Herzberg, two-factor theories classify all the job-related factors into two categories. Earliest category contains factors that are 

known as hygiene factors. These factors prevent dissatisfaction but do not motivate. Various factors are Pay, benefits, working 

Representation of Herzberg’s Two - Factor theory 
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conditions, company policies and administration; quality of supervision, inter personal relations with peers and superiors, job security 
and so on. These factors are designed to keep away from damage to efficiency or morale and are not expected to stimulate positive 
growth. Motivational factors on the other hand have a positive influence on confidence, satisfaction, competence and higher 
productivity, these are the type of jobs one enjoys, recognition for employee input and performance, a feeling of achievement, 
increased accountability and authority and growth and progression with the organisation. 

 
5.1.3 Theory X and Theory Y (1960): 
a) Douglas McGregor projected two distinct views of Human beings: One mainly negative, Labeled as Theory X, and the other 
basically positive, labeled Theory Y. Once Viewing the way in which managers deal with employees, McGregor concluded that 
managers view of the nature of human beings are based on a certain grouping of assumptions and so as to managers tend to shape their 
behavior toward employees according to this assumption. 
 
Under Theory X, four assumptions are held by managers 

1) Employees naturally dislike work, and whenever possible, will effort to avoid it. 
2) In view of the fact that Employees dislike work, they must be coercing, controlled, or threatened which punishment to achieve 

goals 
3) Employees will keep away from responsibilities and seek formal direction whenever possible. 
4) The majority workers place security above all other factors associated with work and will display little ambition. 

Within dissimilarity to these negative views about the nature of human beings, MC Gregor planned the four positive 
assumptions that he called Theory Y. 
 

1) Employees can view as being as natural as relax or play 
2) Employees will implement self-direction and self-control if they are dedicated to the objectives 
3) The average human being can learn to accept, even seek, responsibility 
4) The capability to make innovative decisions is widely dispersed throughout the population and is not necessarily the sole 

province of those in management positions. 
 

Theory X assumes that lower-order needs dominate individuals.  Theory y assumes that higher-order needs dominate individuals. 
McGregor himself apprehended to the belief to facilitate Theory Y assumptions were more valid than Theory X. Therefore, he 
proposed such ideas as participative decision making, responsible and challenging jobs, and group relations as approaches that would 
maximize an employee’s job motivation.   
 
 Organisational Behaviour theories need to have empirical sustain for us to accept them. Unfortunately, there is no evidence to 
confirm that either part set of assumptions is valid or that accepting.  Theory Y assumption and altering one’s actions as a result will 
lead to more motivated workers. 
 
5.1.4 Alderfer’s ERG Theory (1969) 

Clayton Alderfer’s observed with the intention of very few attempts had been made to test Maslow’s full theory.  Further, the 
evidence accumulated provided only partial support.   Throughout the process of refining and extending Maslow’s theory, Alderfer’s 
provided another need-based theory and a somewhat more useful standpoint on motivation.   Alderfer’s ERG Theory compressed 
Maslow’s five need categories into three: Existence, Relatedness, and Growth.  In Addition, ERG theory details the dynamics of an 
individual’s movement linking the need categories in a somewhat more comprehensive fashion than characteristically characterizes 
interpretations of Maslow’s work. 

 
Existence Needs: Include Physiological and material safety needs.  These needs are satisfied by fabric conditions and not through 
interpersonal relations or personal participation in the work setting. 
 
Relatedness Needs: Include all of Maslow’s social needs, plus social safety and social esteem needs.  These needs are satisfied 
through the swap of thoughts and feelings with the other people. 
 
Growth Needs: Include self-esteem needs and self-actualization needs.  These needs tend to be fulfilled through one’s full 
participation in work and the work setting. 
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5.1.5 Need Theory (1961) 
In his need’s theory, David Mc-Cleland considered that human beings get motivated by three basic human needs.  These 

were: 
  
N-Ach- Need for Achievement: Employees with high N-Ach wish to excel and thus they usually avoid low and high-risk situation.  
They prefer that work has 50 percent chance to success i.e., moderate probability. They always wish for a regular feedback so that 
they themselves can also monitor their progress. They are likely to either work alone or through other high achievers only. 
 
N-Pow- Need for Power:  The need for power can be categorized either as personal or institutional.  Employees aspiring for personal 
power always desire to direct others, which is undesirable. Those wanting institutional or social power tend to organize the efforts of 
everyone towards organizational goals. Managers with high institutional power are always more desirable than those with personal 
power. 
 
 N-Off- Need for Affiliation: The employees with the need for affiliation always feel the need to be accepted by others and establish 
harmonious relationship with everyone.  
 They prefer accepting the group norms and work on tasks giving more scope for personal interactional. They can show their best in 
customer service and client interaction situations. 
  
5.2 Process Theories:  Sensing the actuality that it is the motivation of an employee to contributes to the view and experience of 
satisfaction and dissatisfaction of workers, the process theories attempt to trace the process involved in the improvement of different 
motivations.  They explain the employee motivation from the preliminary energization of behaviour through the selection of 
behavioural alternatives, to actual effort.  The main theories having importance in the circumstance of job satisfaction are mentioned 
in the following sections. 
 
5.2.1 Equity Theory (J-StacyAdams-1963) 

In the Organizations, we regularly compare what we put into our jobs to what we get out of our jobs.  Equity theory proposes 
that these comparisons can affect motivational. Specifically, employees compare their job inputs (effort, experience, education, 
competence) and outcomes (salary levels, raises, recognition) to those of other.  We identify our outcomes in relation to our inputs, 
and then we compare our outcome-input ratio with the outcome-input ratio of relevant others.  This is shown in Figure 3.3. If we 
recognize our ratio to be equal to that of the applicable others with whom we evaluate ourselves, a state of equity is said to exist.  We 
perceive our situation as fair- that justice prevails.  When we see the ratio as unequal, we experience equity tension.  When we as 
under rewarded, the tension creates anger, when over rewarded, the tension creates guilt. J Stacy Adams has proposed that this 
negative state of tension provides the motivation to do something to correct it. 

 
Figure 3.9 Equity Theory 

 
 



 
Cover Page 

  

  
 
DOI: http://ijmer.in.doi./2021/10.07.130 

            

 

ISSN:2277-7881; IMPACT FACTOR :7.816(2021); IC VALUE:5.16; ISI VALUE:2.286 
Peer Reviewed and Refereed Journal: VOLUME:10, ISSUE:7(6), July: 2021 

Online Copy of Article Publication Available: www.ijmer.in 
Digital certificate of publication: http://ijmer.in/pdf/e-Certificate%20of%20Publication-IJMER.pdf 

Scopus Review ID: A2B96D3ACF3FEA2A 
Article Received: 4th July  

 Publication Date:30th July 2021 

 

 
89 

 

The referent to an employee selects adds to the complexity of equity theory. An employee can use four relevant comparisons: 
1. Self-inside: An employee’s experiences in a different position inside employee’s present organisation 
2. Self-outside: An employee’s experiences in a situation or position outside employee’s organisation 
3. Other-inside: One more individual or group of individuals inside the employee’s organisation 
4. Other-outside: One more individual or group of individuals outside the employee’s organisation 
 

People may judge against themselves to friends, neighbors, co-workers, or colleagues in other organizations or compare their 
present job with past jobs they themselves have had. Which referent and worker chooses will be influenced by the information the 
worker holds about referents as well as by the attractiveness of the referent.  
 
5.2.2 Goal Setting Theory (Locke-1968) 

Goals can be defined as prospect outcomes (results) that persons and groups desire and try hard to achieve.  Goal setting is 
the process through which efficiency and effectiveness is able to be increased by specifying the preferred outcome towards which 
individuals’ teams, department and organisations should work. 

 
How Goal Setting Helps 
The Importance o goal setting can be seen from the following statements: 

 Setting of goals to role clarity and focusing attention on guiding and directing behaviour 
 Goal Setting can help in providing challenges and indication against which all performances (of individuals, groups and 

organisations) can be evaluated and measured. 
 Goal Setting facilitates optimum utilization of resources. 
 Goal setting helps to work out a suitable organisational blueprint 
 Goals serve up as the basis for planning, organizing and controlling functions of management. 

 
Significance of the theory:  This goal setting theory or approach has a lot of practical implications for employees, managers and 
groups. 

a) This can be used as a frame-work to analyse the potential problems with low performing employees. 
b) It provides information to the management on how to create a high-performance work environment. 
c) It portrays the system of relationships and interplay among key factors such as goal difficulty, goal commitment, feedback and 

rewards to achieve high performance.  
 
5.2.3 Vroom’s Expectancy Theory (1964) 

The Expectancy theory is represented by the cognitive approach to learning theory taken by Tolman. Research studies in 
psychology have revealed that behavior is a joint product of the extent to which the behaviour is visualized as being instrumental for 
the accomplishment and assessment of some results.  Usually, these theories require that the assessment of each result and then 
summated across the outcomes.   The individual will select the behaviour which incorporates the highest expected payoff, i.e, the 
behaviour which is viewed as most directly related to objects satiating his needs. 

 
 Vroom presents a comprehensive statement of instrumentality in industrial psychology, which provided a basis for 
subsequent development in this respect.   Vroom’s motivational model asserts than an individual’s motivation towards any activity at a 
point of time is ascertained by the anticipated values of all the outcomes, including both positive and negative values of that activity, 
multiplied by the strength of his expectation that the activity will result in the outcome pursued.  Thus, Motivation is viewed as the 
function of the anticipated values from an activity and the perceived possibility that these values will be accomplished by the activity. 
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Figure – 3.3 An Expanded diagram of Vroom’s Valence – Expectancy Model 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

The anticipated value is called ‘valence’ and has been defined as the strength of an individual’s choice for one outcome as 
compared to others.  The perceived possibility is called ‘Expectancy’ and has been defined as the strength of belief that a specific 
activity will be accompanied by a specific outcome.  While ‘valence’ embodies instrumentality of the first-level outcome (i.e., 
performance) in accomplishing a desired second-level outcome (i.e., Promotion), ‘expectancy’ relates efforts to first level outcome 
(i.e., performance). Motivation has been defined as the strength of drive towards an activity. Motivational relationship can be 
expressed by the 
 
 Formula or Motivation = Valence x Expectancy, that is, the strength of motivation for a certain activity depends upon the algebraic 
sum of the products of the valences (ranging from -1 to +1) for the particular outcomes multiplied by the expectancies (ranging from 0 
to 1). 

 
 Obviously, motivation leads to a specific activity which, in turn, leads to goal accomplishment and finally, to the satisfaction 
of the individual.  Figure 3.3 depicts this relationship.  Theoretically, according to this model, the motivation of an individual in work 
settings can be enhanced by two ways. (1) The positive value of the outcomes can be enhanced by such measures as improved 
communication about the outcome’s value as well as actually enhancing them that is, enhancing rewards.  (2) It is possible to enhance 
the expectancy of individuals that the work will actually lead them to the intended outcome.  Thus, it is possible to foster connection 
between the work and the outcome.   It is also possible to do so through improved communication or by increasing the actual 
possibilities of the outcome.  However, it is seldom practically achieved. 
 
 This theory has been substantiated by several studies.  The crucial point of this theory is that individual differences are built 
into the prediction of motivated behaviour.  Different individuals may hold different views about the instrumentalities which exist or 
different feelings in respect of outcomes.   But the motivation process which propels their behaviour is the same.  The major problem 
with the theory is respect of its utility appears to be detailed level of specificity.  To the extent that instrumentalities or valences 
change over time, information regarding these variables becomes obsolete.  This theory, despite its theoretical excellence in providing 
accurate description of the motivation process, contribute little towards motivating employees. 
 
5.2.4 Porter / Lawler Expectancy Model (1968) developed a more complete version of motivation depending upon expectancy 
theory.  It relates to observation, effort reward and satisfaction.  An employee’s effort is dependent on the value of expected reward 
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and the perception of the effort involved in performing and obtaining reward. Consequently, performance is the result of effort, a 
person’s abilities and an accurate role of perception. The performance or achievement will provide other intrinsic and extrinsic reward.  
The employees compare the perceived equitable reward   with   the   reward   actually   received.   This   will   result   in   employee   
satisfaction   or dissatisfaction. If the difference between the perceived equitable reward and the actual reward is less the satisfaction is 
high.  A failure to receive the perceived equitable reward will create a feeling of dissatisfaction. 
 
6. Outcomes 

It first helps to consider how job satisfaction is defined and the theories explain different dimensions of the human motivation 
leading to job satisfaction. Each theory aims at explaining the motivation and job satisfaction attitudes of the employees so that 
managers can understand and thereby control the organizational behaviour in the favor of organization. The major difference between 
each theory is the prioritization of the factor / variables involved in the process and mutual associations. Theories is an effort in the 
way that each theory enhanced a meticulous part of the whole process as a result using theories in this manner will help researchers in 
benefiting from each theory thereby developing a comprehensive story of motivation and job satisfaction process. 
 
7.Conclusion 
              Job Satisfaction is an important content to be addressed to get better yield in any organization.  The employees who have 
positive attitudes against their job are much more successful. As known, the theories, which give significance to human work force in 
leadership and management, are more acknowledged nowadays. The sound effects of human workforce on production is understood 
and seen visibly. The supply of efficiency and productivity of organizations are just possible if the workers are willing and highly 
motivated on their works. In encouraging of the personnel and making them satisfied those who are not pleased with their works, the 
capital of motivation is highly important. Job satisfaction is a feeling which comes out of climate, culture, and identification of 
managements which is bound to manager’s fair behaviors Job  satisfaction  affects  productivity,  employee  turnover,  absenteeism,  
safety,  stress, unionisation  and  other  issues There are several theories explaining job satisfaction and they are Abraham Maslow’s 
need hierarchy, Alderfer’s ERG theory, F.Herzberg two factor theory, Douglas McGregor theory X and theory Y, McClelland’s Need 
theory, Vroom’s valence expectancy theory, Equity theory, Goal setting theory and Porter and Lawler model. This paper makes a 
significance of theories towards Motivation and related to Job Satisfaction. 
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