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Abstract  

This study examines how intrinsic motivation determines job satisfaction among the teaching and non-teaching 

staff in the polytechnics in Nigeria. It adopted survey which falls under the heading of communication approach 

as the research design. Questionnaire which was the data collection instrument used contained a 5-point. Likert 

rating scale to measure the determinants of job satisfaction responses. Out of the 1,300 copies of the 

administered questionnaire to the teaching and non-teaching staff of Yaba College of Technology, 1,200 copies 

were returned and properly completed. A response rate of 92.3% was recorded. Variables like job involvement, 

organizational commitment, turnover, absenteeism, perceived stress, job performance, productivity, life 

satisfaction, mental and motivation are correlates of job satisfaction. The greatest advantage of the survey is its 

versatility and its several advantages as a primary data collection approach. In the discussion of findings, the 

divergent views of both teaching and non-teaching staff of the polytechnics in Nigeria concerning the subjects 

of this paper were discussed. Such views were reflected on the educational level of both teaching and non-

teaching staff; the relationship between intrinsic motivation attached to jobs that determine the satisfaction or 

dissatisfaction of teaching or non-teaching staff; the turnover of teaching and non-teaching staff, the influence of 

male and female gender on job satisfaction; the difference in satisfaction between teaching and non-teaching 

staff, the strength of intrinsic motivation over teaching and non-teaching staff and finally, the difference 

between teaching and non-teaching staff concerning the effect of salary on intrinsic motivation. 
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INTRODUCTION 

Majority of organizations in both public and private 

sectors in Nigeria are realizing the importance of 

having motivated and satisfied employees. Employee 

motivation is a crucial element in the successful 

organization. Employee’s satisfaction is synonymous 

to the employee’s motivation. Notwithstanding, being 

motivated and being satisfied are two related but 

different things. Motivation is highly rated by 

managers and supervisors in organizations for 

creating a successful enterprise. It is believed that 

employees that are motivated to work long and hard 

are normally more productive than employees that 

are not motivated (Daniels & Redebough, 2001).  

 

These researchers continue by saying that higher 

productivity, caused by increased work motivation 

normally reduces production costs.  Quite a number 

of definitions of motivation are available. Among 

these definitions is Robbins (2003) who defines 

motivation as the eagerness to do something, 

conditioned by this action’s capacity to satisfy some 

specific need for the individual. Kinicki and Kreitner 

(2003) state that motivation means those 

psychological processes that cause the stimulation, 

direction and determination of voluntary actions that 

are goal oriented. Simply put, motivation is what 

drives individuals to act in a certain way. 

 

For instance, if one is feeling sleepy, the physical 

need makes him to get up and go and lie down on 

bed. Similarly, if one is running and feels tired, he 

might want to stop to have some rest. It goes on and 

on like that. 

 

Job Satisfaction 
Job satisfaction means an emotional or effective 

response to several aspects of an employee’s work 

situation, and has been shown as a positive emotional 

reaction resulting from appraisal of an employee’s 

job (Kinicki&Kreitner,(2003). Job satisfaction 

includes various aspects of one’s job and is therefore 

some kind of total sum of various components. For 

instance, a person can be reasonably satisfied with 

one part of his job but dissatisfied with another part. 

A worker can like his salary and his colleagues but at 

the same time, he can be annoyed by his direct 

superior, the physical environment, and the like. 

Sharma and Jyoti (2006) state that job satisfaction is 

a function of the degree to which an employee’s 

needs can be satisfied. In practice, job satisfaction is 

the difference between what there is now and what 
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there should be. To be explicit, an employee will be 

satisfied when current reality equals expectations. 

 

Kuzyk (2008) vehemently views that salary does not 

necessarily guarantee job satisfaction but position 

that is prestigious with power brings job satisfaction. 

However, some research has found that job 

satisfaction is not significantly related to life 

satisfaction when other variables such as non-work 

satisfaction and care, self-valuation are taken into 

account (Rode, 2004).  Job satisfaction is more an 

attitude, an internal and could be associated with a 

personal feeling of achievement, either qualitative or 

quantitative while the level of job satisfaction is 

affected by a wide range of variables relating to 

individual, social, cultural, organizational and 

environmental factors (Mullins, 2007). 

 

Determinants of Job Satisfaction 
Robbins (2003) identifies four primary factors that 

determine job satisfaction. Firstly, equitable rewards 

which refers to the pay and promotion systems that 

employees perceive as fair and in line with their 

expectations. When workers see their promotion and 

pay systems to be fair and to be based upon pay 

standards and individual skill levels, they are most 

likely to experience a feeling of satisfaction. 

Secondly, supportive working condition which 

stipulates that employees do not prefer to work in 

work environments that are dangerous but in work 

environments that are comfortable and safe. 

Meanwhile, many employees prefer to work as close 

to home as possible and with adequate tools to 

successfully complete their tasks. Another 

determinant is to have mentally challenging work. 

Jobs that are boring, dull and have little challenge 

often create boredom for employees. In contrast, jobs 

that are too challenging and demanding often create 

feelings of failure and frustration. Workers prefer 

jobs that can give them opportunities where they can 

use their capabilities, knowledge, skills and jobs that 

offer a variety of tasks, freedom and feedback. Lastly 

is supportive colleagues. In the case of many 

workers, social interactions at work are a crucial 

factor in job satisfaction. Hence, supportive and 

friendly colleagues usually engender higher job 

satisfaction. 

 

Correlations of Job Satisfaction with Other 

Variables 

Job satisfaction bears some relationships with other 

constructs in the organizational behaviour variables. 

Kinicki and Kreitner (2003) categorize these 

variables as consequences of job satisfaction.  

 

Firstly, job involvement is correlated with job 

satisfaction. Job involvement is the degree that 

employers psychologically identify themselves with 

their jobs, or to the extent of the importance of the 

job in an employee’s self-image.  Another variable 

that is correlated to job satisfaction is organizational 

citizenship behaviour. This refers to those actions and 

behaviours that go beyond the call of duty and 

standardized work (Kinicki&Kreitner, 2003). Quite a 

number of gestures fall under the heading of 

organizational citizenship behaviour. These are 

making suggestions for improvements at work, 

training new employees and colleagues outside work 

hours, making constructive statements about the 

department and the firm in general, care for 

organizational property and belongings of colleagues, 

attendance and punctuality well beyond standard and 

enforceable levels, expression of personal interests in 

the work place and private life of peers, subordinates 

and supervisors, keeping the work floor clean and so 

on (Organ, 1990). Podsakoff, Mechkenzie, Paine and 

Bachrach (2000) are of the view that organizational 

citizenship behaviours displayed by employees were 

determined more by skills of the leaders and the 

situational factors of the work environment than the 

personal characteristics of an employee. This means 

that establishments can enhance this organizational 

citizenship behaviour and embedding this in their 

traditions. 

 

Organisational commitment is another variable which 

is related to organizational citizenship behaviour. 

Rayton (2006) defines commitment as the degree to 

which an individual feel committed to an 

establishment. Committed employees feel big sense 

of loyalty to the organization, feel very personally 

defensive when the good functioning of the 

organization is threatened and they stay at the same 

establishment even when there are interesting 

opportunities to leave the establishment for a 

competitor (Fang, 2001). 

 

Turnover is another variable that is correlated with 

job satisfaction. Turnover is a very crucial issue to 

managers and companies in general because it costs 

many financial and non-financial resources, like 

knowledge.  Employee’s turnover is the ratio of 

employees that are leaving the company compared to 

the average number of total employees working in the 

company (Gariffeth, Hom&Gaertner (2000). 

According to Kinickiand Kreitner (2003), turnover is 

very important to any organization not only because 

it costs a lot of money but also because it disrupts 

continuity, which is crucial for the success of an 

organization.  

 

There are other variables such as absenteeism, 

perceived stress, job performance, productivity, life 

satisfaction, mental and motivation that are correlated 

to job satisfaction. The most relevant variable for this 

study that is correlated to job satisfaction is 

motivation. Motivation in this study will be viewed 

from the perspective of intrinsic motivation of staff in 

the polytechnics. 
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Intrinsic Motivation of Staff in the Polytechnic 

System 
Human motivation is one of the key issues in the field 

of organizational behaviour and psychology 

(Benabou&Tirole, 2003). Understanding why we do 

things that we do has been investigated and 

researched in order to find the major drives behind 

this concept. Motivation is referred to as either 

intrinsic or extrinsic. Intrinsic motivation is the 

motivation to do or act in one’s own interests or 

simply for the enjoyment of the activity itself 

(Hennessey &Amabile (2005). Robbins (2003) 

depicts that it is the desire to work on something that 

is interesting, challenging, satisfying, exciting or 

involving. This motivation comes from internal 

tendencies and can direct and motivate behaviour 

without the presence of constraints or rewards 

(Deci& Ryan, 1985). Many government agencies and 

institutions of learning emphasise the advantages of 

intrinsic motivation and depict that students should 

do everything and work hard on tests, projects, 

regular classes and such because they want to learn 

for joy and not because of constraints or rewards 

(Dreikurs, 2000). 

 

The polytechnic system in Nigeria consists of 

teaching and non-teaching staff working together for 

a common goal. Their appointment at the point of 

entry is usually based on years of experience for 

some categories of staff and generally academic 

qualifications for different desired posts. Considering 

all these, commensurate rewards focus on an 

individual’s abilities, skills and competencies will 

more likely have a positive effect on intrinsic 

motivation than rewards that do not give such 

information. Similarly, expected tangible rewards can 

improve intrinsic motivation with tasks where the 

individual has no or little initial intrinsic task interest. 

 

METHODOLOGY 
The research design chosen for this study is survey 

which falls under the heading of communication 

approach (Blumberg, Copper & Schindler, 2005). 

The greatest advantage of the survey is its versatility. 

According to Blumberg, Cooper and Schindler 

(2005), a survey has several advantages as a primary 

data collection approach. It is seen as the lowest cost 

option, it requires minimal staff, it is perceived as 

more anonymous than other primary collection 

methods, it gives respondents more time to think 

about their answers, and so on. 

 

Questionnaire was the data collection instrument used 

for this study.In the questionnaire, a 5-point rating 

scale was used to measure the determinants of job 

satisfaction responses (1 = totally disagree to 5 = 

totally agree). Likert scale used as the rating scale is 

the most used variation of the summated rating scale 

research. 

Out of all the 1,713 teaching and non-teaching staff 

of Yaba College of Technology, copies of the 

questionnaire were handed to 1,300 of them to elicit 

their views on the subject of this research work. One 

thousand, two hundred (1,200) copies of the 

questionnaire were returned and properly completed. 

Thus, these 1,200 copies were used for the analysis. 

The response rate achieved was 92.3%. 

 

Literature Gap 

A lot of literature have been published on intrinsic 

motivation as determinant of job satisfaction among 

teaching and non-teaching staff in some other sectors 

but none has been published on polytechnic sector. 

This is the gap the research study intends to cover. 

 

Limitation of the Study 

This study is limited to only teaching and non-

teaching staff working in Nigerian Polytechnics.   

These categories of staff who are believed to be 

teaching and non-teaching staff have been compared 

and contrasted in the areas such as educational level, 

degree of their intrinsic motivation, turnover, gender, 

differences in their job satisfaction and the effect of 

salary on intrinsic motivation of these staff.  The 

main reason for choosing this educational sub-sector 

in Nigeria for this research work is to distinguished 

their characteristics from the other educational sub-

sectors within the country. 

 

Significance of the Study 

The study concerns itself with the divergent views of 

people on intrinsic motivation as a determinant of job 

satisfaction among the teaching and non-teaching 

staff in the Polytechnics in Nigeria.  Such views as 

reflected on the educational level of both teaching 

and non-teaching staff;  the relationship between 

intrinsic motivation attached to jobs that determine 

the satisfaction or dissatisfaction of teaching or non-

teaching staff; the turnover of teaching and non-

teaching staff; the influence of male and female 

gender on job satisfaction; the difference in 

satisfaction between teaching and non-teaching staff, 

the strength of intrinsic motivation over teaching and 

non-teaching staff and finally, the difference between 

teaching and non-teaching staff concerning the effect 

of salary on intrinsic motivation. 

 

DATA ANALYSIS 

Demographic Profile of Respondents: 
This section clarifies demographics of the 

respondents, including age, gender, marital status, 

working experience, job status and academic 

qualification. 
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Table 1: Demographic Profile of Respondents 

Age (Years) Frequency (N) Percentage 

20-29 75 6.25 

30-39 535 44.58 

40-49 441 36.75 

50-59 120 10.0 

60+ 29 2.42 

Total 1,200 100.0 

Respondents range between 20 and 60 years.  

Majority of the respondents were between 30 and 49 

years (N= 535) 

 

Table 2: Respondents’ Gender 

Gender Frequency (N) Percentage 

Male 851 70.9 

Female 349 29.1 

Total 1,200 100.0 

More than two-thirds of the respondents were male 

 

Table 3: Marital Status of Respondents 

Marital Status Frequency (N) Percentage 

Single 119 9.9 

Married 1009 84.1 

Separated 28 2.3 

Divorced 44 3.7 

Total 1,200 100.0 

 Majority of the respondents were married 

 

Table 4: Respondents’ Years of Experience 

Respondents that fall between six and fifteen years of 

working experience happen to be more than the total 

population size. 

 

Table 5: Respondents’ Job Status/Rank 

Staff Frequency (N) Percentage 

Teaching 500 41.7 

Non-Teaching 700 58.3 

Total 1,200 100.0 

The non-teaching staff category represents nearly 

two-thirds of the total respondents, which means the 

number of non-teaching staff was more than that of 

the teaching staff 

 

 

 

 

 

Table 6: Respondents’ Academic Qualifications 
Academic Qualification Frequency (N) Percentage 

SSCE 104 8.7 

ND, NCE 12 1.0 

HND 171 14.2 

BA, B.SC, B.L.S, B.Ed, LLB, 

MBBS 

429 35.7 

M.A, M.Sc, M.Ed.M.B.A, 
L.L.M, M.L.S. 

423 35.3 

P.hD 61 5.1 

Total 1,200 100.0 

Respondents having first and second degree had 

almost the same number which happened to be the 

highest among the total population of the 

respondents. 

 

DISCUSSION OF FINDINGS 

Statement 1: 

Teaching Staff: Majority of the staff indicated that 

teaching staff have a higher educational level than 

non-teaching staff. 

 

To what extent do you agree with each of the 

following statements? 
S/

N 

Items Totally 

Agree 

5 

Agree 

 

4 

Neutral 

 

3 

Disagree 

 

2 

Totally 

Disagree 

1 

1. Teaching staff 

have a higher 

educational level 

than non-teaching 

staff 

 

501 

 

425 

 

14 

 

88 

 

145 

2. Intrinsic 

motivation is 

related to job 

satisfaction 

 

302 

 

389 

 

4 

 

335 

 

170 

3. Non-teaching 

staff are less 

intrinsically 

motivated than 

teaching staff 

 

72 

 

44 

 

- 

 

706 

 

378 

4. Teaching staff 

stay longer in the 

polytechnic than 

non-teaching staff 

 

65 

 

40 

 

55 

 

701 

 

339 

5. Male teaching and 

non-teachingStaff in 

 the polytechnic 

system have a 

stronger influence 

on job satisfaction 

than female 

teaching staff and 

non-teaching staff 

 

 

 

88 

 

 

 

71 

 

 

 

32 

 

 

 

922 

 

 

 

87 

6. There is 

difference in 

satisfaction in 

between teaching 

and non-teaching 

staff 

 

602 

 

450 

 

10 

 

98 

 

40 

7. The effect of 

intrinsic 

motivation on job 

satisfaction is 

stronger for 

teaching staff than 

for non-teaching 

staff 

 

 

418 

 

 

320 

 

 

25 

 

 

221 

 

 

153 

8. There is 

difference 

between teaching 

and non-teaching 

staff concerning 

the effect of 

salary on intrinsic 

motivation 

 

 

902 

 

 

91 

 

 

2 

 

 

104 

 

 

101 

 

Years of 

Working 

Experience 

 

Frequency (N) 

 

Percentage 

1-5 107 8.9 

6-10 362 30.2 

11-15 338 28.2 

16-20 183 15.2 

21-25 109 9.1 

26-30 55 4.6 

31-35 46 3.8 

36 and above - - 

Total 1,200 100.0 
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Statement 2: 
With more than half of the respondents in agreement 

with the statement that intrinsic motivation is related 

to the job satisfaction, it becomes a statement of fact 

when the studies conducted by Wagge, Van, Fisher, 

Wecking and Moltzen (2006) and Lewig and Dollard 

(2003) are considered.  

 

They found that high motivation potential like high 

job satisfaction, organizational citizenship, 

behaviour, personal accomplishments, lower turnover 

intentions, low health complaints and low emotional 

exhaustion are significantly positively correlated to 

job satisfaction. 

 

Statement 3: 
Lambert (1991) discovered in his findings that it is 

the indices of motivation attached to jobs that 

determine the satisfaction or dissatisfaction of staff 

whether teaching or non-teaching. This consequently 

is responsible for the tenure of staff on the job and 

not the cadre of the profession of staff. This is exactly 

what obtain in the polytechnic system. 

 

Statement 4: 
The turnover of both teaching and non-teaching staff 

is relative. Timmreck (2001) states that in an 

industry, motivation and satisfaction are key concepts 

to reduce turnover, producing high quality of work, 

keeping costs within reasonable limits, and 

developing and maintaining worthwhile and 

productive working relations with colleagues, 

supervisors and subordinates. These are seen as the 

necessary factors that can guarantee the retention of 

staff in an establishment but not the issue of being a 

male or female gender. 

 

Statement 5: 
Quite a large number of respondents disagree with 

the statement that male teaching and non-teaching 

staff in the polytechnic educational sector have 

stronger influence on job satisfaction than female 

teaching and non-teaching staff. In line with the 

research work carried out by Tummers, Van Merode 

and Landeweerd (2006), what matters is 

organizational characteristics (like decision, authority 

and environmental uncertainty) as predictors of 

psychological work reactions (like job satisfaction 

and intrinsic work motivation) of workers and not 

gender. 

 

Statement 6: 
Most respondents subscribed to the fact that there is 

difference in satisfaction between teaching and non-

teaching staff in the polytechnics. In support of this 

view, Savery (1989) identifies some intrinsic 

motivators like mentally challenging work with 

which the employee can deal successfully, personal 

interest in the job itself, high self-esteem on the part 

of the employee, and so on. 

Statement 7: 
Actually, the number of teaching staff that agreed 

with this statement were slightly more than the non-

teaching staff. This is because the teaching staff earn 

better than the non-teaching staff in the polytechnic 

system. Although, the teaching staff may have job 

satisfaction but no vocation. According to Heyes 

(2005), vocation refers to a job that one does because 

he or she has a strong   feeling that he or she should 

do that job since it is a purpose or goal of one’s life 

(to help other people). He stresses further that 

vocation should not be confused with organizational 

citizenship behaviour. With organizational 

citizenship behaviour, the employee is expected to be 

motivated by some organizational outputs which 

contrast with the concept of vocation. 

 

Statement 8: 
Majority of the respondents agreed that there is 

difference between teaching and non-teaching staff 

concerning the effect of salary on intrinsic 

motivation. But Hayes (2005) suggests that what 

matters most is vocation because by increasing wages 

for employees that are employed in the sectors where 

vocation is a common thing can be more problematic 

than just an increase in salary costs for the 

organizations.  Therefore, a non-teaching staff that 

does not get paid as much as a teaching staff that 

receives significantly more and is highly satisfied 

with her job, is more likely to have vocation and to 

over-perform in his or her role.  Therefore, 

polytechnics should be careful with salary increase as 

this might attract the wrong kind of employees. 

 

Contributions of the Study to Knowledge 

The study intends to contribute to knowledge in these 

ways:  

(i) That being motivated and being satisfied are 

two related but different things. 

(ii) That employee that are motivated to work 

long and hard are normally more productive 

than employees that are not motivated. 

(iii) That salary does not guarantee job 

satisfaction but prestigious position with 

power brings job satisfaction. 

 

CONCLUSION 
Intrinsic motivation is positively correlated to job 

satisfaction though, there are differences in the 

degree of this construct between the teaching and the 

non-teaching staff of polytechnics in Nigeria.  The 

sector of the polytechnic is quite significant in the 

public service sector in Nigeria. Therefore, the 

Nigerian government should look into how to 

ameliorate whatever forms of disparity between the 

teaching and non-teaching personnel in the 

polytechnics to enable both parties perform optimally 

when they recognize their jobs as a vocation. Putting 

into consideration the theme of this conference, if the 

degree of dichotomy of intrinsic motivation that 
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determines job satisfaction between the two 

categories of staff in the polytechnics is removed, this 

will enhance the capacity building of the sector. 
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