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Abstract 
Consistently nurturing job satisfaction remains a cardinal principle of most organizations. This 
study is designed to test the effect of both intrinsic and extrinsic motivation, organizational 
climate, university reputation on job satisfaction in some public universities. It is widely 
acknowledged that the role of motivation towards ensuring employees satisfaction is not in 
any doubt. Equally when complimented by a supporting environment and enhanced by 
requisite reputation, the issue of employee job satisfaction is amicably resolved. This paper 
proposes a model that links the moderating role of university reputation between motivation, 
organizational climate and job satisfaction. It includes supporting literatures for the proposed 
model in other to contextualise the study. Its contribution to knowledge rest on the fact that 
university reputation affects various aspects of human behaviour as well as shows the 
relevance and importance of reputation towards developing a healthy competitive 
advantage. Apart from that, university reputation is also considered and shown as being 
pivotal for conducting future planning and recruitment thereby enhancing academic’s job 
satisfaction.  
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Introduction 
In a 21st century educational setup, university academic staff constitutes the driving force of 
academic excellence (Acikgoz, 2019). This is because university lecturers are regarded as 
scientific workers who carry out independent researchers that is critical for their institutions 
to remain the stronghold of ideologies and therefore their work is considered to be very 
stressful (Dai, Zhuang, & Huan, 2019). Their work is generally regarded to be influenced by 
many factors among which are motivation: intrinsic and extrinsic, job satisfaction and  
organizational climate (Carapinha, McCracken, Warner, Hill, & Reede, 2017). According to  
Zhao, Ghiselli, Law, and Ma (2016) job satisfaction is one of the most widely researched topics 
which always gains the attentions of researchers irrespective of discipline and  more attention 
needed to be paid to academic staff job satisfaction because of the enormous influence it has 
on lecturers professional and psychological well-being  (Kjeldsen & Hansen, 2016). Therefore 
the growing number of researches on this topic points to its overwhelming significance. 
Moreover, motivation triggers and projects academic staff individual convictions on why they 
are carrying out their job and as well as about their own self esteem. In fact studies are replete 
with examples which indicates  that job satisfaction plays a crucial role in the life of an 
academic staff because, when  academic staff  are  satisfied with their job they tend to  place 
more  significant emphasis on their job and  students success (Salehi & Taghavi, 2016). 
Furthermore, it also impacts on the quality on the work produced by the academic staff 
(Amin, 2015). Considering the fact that most academic staff carry out their work in highly 
challenging and complex environmental climate, like teaching, conducting research and 
guiding students which does have effect on the level of their job satisfaction (Hayday, 2017). 
Organizational climate explains the relationship which exist between organizations and 
individuals (Ismail & Abd Razak, 2016).  Meanwhile university reputation signifies not only 
how dependable and straightforward educational institutions are in  creating constructive 
relationship with others in the  external  environments, but also about the many activities an 
institution embarks upon so as to form an external image  (Eser Telci & Kantur, 2014).   
Academic staff that are satisfied with their job and climate often turn out to be the most 
committed, resourceful and satisfied which is indispensable for educational institutions to 
achieve set goals and objectives (Judge, Weiss, Kammeyer-Mueller, & Hulin, 2017).  
Previous literatures has shown that job satisfaction can be influenced by several factors 
among which are motivation and organizational climate and university reputation. Numerous 
studies have also indicated that attitudinal variables such as job satisfaction is  positively 
associated with motivation and organizational climate  (Eliophotou-menon & Ioannou, 2016).  
Extensive review of literature has revealed that limited studies has examined the effects of 
motivation: intrinsic and extrinsic, organizational climate on job satisfaction in the 
educational sector. Not only were the plethora of past studies which  conducted 
investigations using these variable located in western countries, very few of them was done 
in Asia and even Malaysia. Therefore this study intends to contribute to the body of 
knowledge by attempting to provide some credible ideals for stakeholders in higher 
educational institutions by making linkage with the aforementioned variables in Malaysian 
higher educational institutions. Next is the review of literatures on variables.  
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Literature Review 
Higher Education in Malaysia 
The aim and the plan for designing higher educational intuitions in Malaysia is to absorb all 
the needs and demands of higher education in Malaysia (Hesampour et al., 2017). As 
documented by studymalaysia.com, Malaysia is having well over 500 tertiary educational 
institutions of higher learning who provide educational and learning facilities to students from 
home and abroad. These include some 21 public universities, about 53 private universities 
including some six foreign university branch campuses. In addition to that, it is also 
documented that Malaysia is also home to some 403 private colleges as well as 30 
polytechnics and 73 public community colleges as far back as 2011. As enshrined in the 
Malaysian higher education act, higher education in Malaysia is regulated by the ministry of 
higher education which was established  the Malaysia qualification framework and the 
Malaysian qualification agency which is saddled with the task of conducting quality research, 
providing quality teaching so as to meet with requirement of the national accreditation 
standard (Stankovska, Angelkoska, Osmani, & Grncarovska, 2017). These erudite government 
regulatory agencies in Malaysia has become very instrumental in effecting systematic reviews 
and  positive changes  into various courses and programmes based on international world 
best practice and standards (Yvonne, Rahman, & Long, 2014). 
 
Job Satisfaction 
The concept of job satisfaction is defined as a pleasurable or positive emotional state resulting 
from the appraisal of job he or she experiences (Hanaysha & Tahir, 2016). Similarly, Zopiatis, 
Constanti, and Theocharous (2014) refers to job satisfaction as an evaluative state that 
expresses contentment with positive feelings about one’s job.  Likewise, Waqas (2014) 
considered job satisfaction as a positive (or negative) evaluative judgement one makes about 
one’s job or job situation.  Based on the definition given by previous scholars and in line with 
the definition given by Fung, Ahmad, and Omar (2014), this study defines academic job 
satisfaction  as the general and specific positive feelings of academic staff in the universities 
context, related to the need they expect to be achieved by the job they perform.  
 
Job Satisfaction and Intrinsic Motivation 
Intrinsic motivation is described as the feelings which is derived without any obvious external 
rewards (Cerasoli, Nicklin, & Ford, 2014). In this context, intrinsic motivation refers to the 
inherent, rational ability of an individual to engage ones interest and use ones capacity, and 
in so doing to achieve ideal changes (Mekler, Brühlmann, Opwis, & Tuch, 2013).  According to 
Mekler, Brühlmann, Tuch, and Opwis (2015),  people are said to be intrinsically motivated 
when they desire attention, satisfaction of interest, self-expression, or personal fulfilment at 
work.  
Empirically intrinsic motivation has been shown to have  positive relationship with job 
satisfaction  (Masvaure, Ruggunan, & Maharaj, 2014; Cerasoli 2014; Araslı, Daşkın, & Saydam, 
2014; DePasque & Tricomi, 2015; Zhao 2016). On the other hand quite a few studies also 
demonstrated negative relationship ( Lambrou,  Kontodimopoulos, and Niakas (2010)   and 
(Du Preez, 2013). Therefore it is proposed that,  
Proposition 1. Intrinsic motivation is positively associated with job satisfaction. 
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Job satisfaction and Extrinsic Motivation  
Existing literatures have demonstrated that extrinsic motivation is effective in influencing and 
shaping the job satisfaction of employees (Mafini & Dlodlo, 2014; Mafini, C., & Dlodlo, 
2014;Belle & Cantarelli, 2015; Kappel, 2012; Gagné 2015).  
Many studies in the past have attempted to identify the various predictors of job satisfaction. 
And according to Wu and Lu (2013)  extrinsic motivation have been have demonstrated to be 
one of the most important determinants. More so, extrinsic motivation does have a positive 
relationship with job satisfaction.(Benedetti, Diefendorff, Gabriel, & Chandler, 2015; Hee, 
Hayati, & Kamaludin, 2016;Li & Wang, 2016). However extrinsic motivation also recorded 
negative relationship with job satisfaction at alternate times (Khalatbari, Ghorbanshiroudi, & 
Firouzbakhsh, 2013; Li, Hu, Zhou, He,  Fan, Liu, and  Sun, 2014; Cho,  & Perry, 2012).  
Proposition 2: Extrinsic motivation is positively associated with job satisfaction. 
 
Organizational Climate and Job Satisfaction 
Organizational climate was described by (Tsai, 2014) as organizational climate as the 
collective insight concerning the actual situation of events within the organization. Avram, 
Ionescu, and Mincu (2015) also sees organizational climate as a set of attributes specific to a 
particular organization that may be induced from the way that organization deals with its 
members and its environment. In the context of an educational setting, organizational 
climate is a circumstance representing a school’s ability to act excellently and competently 
and it will be safe to assume that long term improvement and effectiveness will not be 
achieved in the absence of a complimentary school environment. Even though may possess 
some common features of climate but does not captures the totality of the concept.  Most 
scholars consider Organizational climate to be a concept that sticks with organization for a 
long time given the continuity nature of most organizations.  They refer to climate conditions 
within organizations as being phenomenological, because climate is what happens in the 
external environments from the employees point of view but it those have a an internal 
cognitive effect on the employee that works in the organization individual. 
In the Malaysian context, a study conducted by Ghavifekr, and Pillai, (2016) and done in 
Penampang, Sabah, on 245 tutors from 6 schools,  there was significant relationship between 
school organizational climate and job satisfaction. The result of the study is consistent with 
an earlier study conducted by Brimhall, Lizano, and Mor Barak (2014) on  363 employees of a 
large urban public child welfare agency in the western United States.  Results indicated that 
leader-member exchange and diversity climate have a positive effect on job satisfaction 
through inclusion, and that a positive organizational climate can lower intention to leave 
through both inclusion and job satisfaction. Findings illustrate how organizational climates of 
diversity and inclusion affect both job satisfaction and intention to leave.  
Proposition 3: Organizational Climate is positively related to job satisfaction.  
 
University Reputation and Job Satisfaction 
The reputation of educational institutions for both students and academics staff has been a 
matter of crucial relevance since past decades. literature evidence exist in abundance to show 
the relevance and importance of reputation towards nurturing  a healthy competitive 
advantage such as (Gotsi & Wilson, 2001; Gardberg & Fombrun, 2002; Inglis, Morley, & 
Sammut, 2006).  According to (Kay, 1993), university reputation plays a very crucial role in 
determining organizational achievement. In institutions of higher education, reputation is 
considered as an overall replication of the institution' worth, effect, and dependability (van 
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Vught, 2008). Hence reputation is considered as a cherished and concrete asset (Caruana & 
Ewing, 2010; Maden, Arıkan, Telci, & Kantur, 2012;Sung & Yang, 2009). Furthermore, 
reputation does has a substantial influence on employees or students especially when they 
are faced with the choice of making a selection whenever they want to secure admission into 
a university and for staff when they want to identify with integrity, worth and reputation (Hon 
& Brunner, 2002). Some other authors are of the opinion that reputation does have some 
bearing on trust and employee satisfaction ( Gefen, Karahanna, & Straub, 2003;Kim, Ferrin, & 
Rao, 2008). 
Existing study by (Helm, 2013) has demonstrated that employees seek to work in institution 
with good integrity and reputation. It is safe and reasonable to infer that employees tend to 
be satisfied with their work if the institution they work in possess good or high reputation.  
Supporting this arguments is the result of a Pakistani study by Gul, (2014) on 150 employees 
from the Islamia University, Quaid-e-Azam Medical College which showed that there is 
positive and significant relationship among reputation, employee satisfaction, trust and 
customer loyalty. In a more recent study by Yang, Yaacob, and  ( 2015), among 309 middle 
level managers of randomly selected small and medium sized enterprises in Hebei, China. The 
result indicates positive relationship between corporate reputation and job satisfaction is 
supported. Proposition 4: University reputation Moderates the relationship between 
motivation, organizational climate and job satisfaction.  
 

Conceptual Framework 
             Independent Variables       Dependent Variable                                                                                                              
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Drawing from this discussion, a conceptual framework was proposed, as illustrated in figure 
1. It shows that motivation, (intrinsic and extrinsic), organizational climate have a positive and 
significant relationship with university reputation and in turn enhances job satisfaction. 
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Conclusion  
Previously, a review of literature has revealed that both motivation and organizational climate 
have been instrumental in enhancing employee job satisfaction especially among non-
educational institutions. The proposed research framework further posits that academic staff 
which consist of tutors, lecturers and professors that teach in public universities are more 
likely to be satisfied with their job if their job if they are sufficiently motivated given an 
enabling and conducive working environment. Theoretically, the paper could deliver 
theoretical inferences by giving additional empirical evidence in the domain of job 
satisfaction. It could contribute to the body of knowledge by substantiating the existence of 
the significant direct and indirect influence of intrinsic motivation and organizational climate 
through the variable of university reputation. We conclude that the research framework 
proposes that university reputation moderates the relationship between motivation, 
organizational climate and job satisfaction. This paper will contribute to knowledge in the 
sense that the management of universities could promote laws, policies and schemes that 
improve the welfare and work conditions of lecturers that can lead to positive work outcomes 
(Issah 2013). For example, management of the universities might establish staff welfare 
support schemes to help boost the volume of discussions, symposiums, departmental and 
faculty consultations aimed at investigating possible factors or reasons that might cause loss 
on motivation and confidence among staff in the entire universities understudy. 
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