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Abstract: In a dynamic and multidimensional school context teacher‟s opinion about his/her 

job seems to be of high concern due to beneficial results related to the final produced work. In 

this study we examine Greek teachers‟ attitude towards Herzberg‟s “Motivation-Hygiene 

Theory” which justifies their job dissatisfaction-satisfaction. We specify the degree Greek 

teachers are satisfied/dissatisfied by their service administration and indicate which factors in 

Herzberg‟s Theory are thought more fulfilled than others or which need more attention so that 

teachers are improved personally and professionally. Participants demonstrate a moderate to a 

negative attitude regarding their service potential to deploy teachers as human resource while 

almost half of them believe that school displays motivation elements but it is not able to use 

these elements for the benefit of school-work produced and teachers themselves. Administra-

tion exhibits a partial fulfillment or relative inefficiency to satisfy Herzberg‟s factors deteri-

orating dissatisfaction and enhancing job satisfaction. 

Keywords: Job satisfaction, Motivation - Hygiene Theory, dissatisfiers, satisfiers, administra-

tive - school policy 

1. Introduction 

Education and teaching process take place in a dynamic and multidimensional context which 

is permanently subjected to changes and expansion. Teachers, as educators and employees, 

are called to accomplish their duty in an extremely demanding and competitive environment 

due to sociocultural, financial and scientific parameters along with the new prospects in 

knowledge or information transmission in our society. Nowadays, it is widely accepted that 

every teacher - like any other employee - appears to be an autonomous entity demonstrating 

their own expectations influenced by certain experience and some unique ideological attitudes 

towards life, school or work (Terzidhs&Tzwrtzakhs, 2004). They co-exist with their col-

leagues in an interactive and interdependence relationship and carry their own personal traits 

or duties. (Author, 2016).  It becomes obvious that teacher‟s contribution in teaching process 

and implementation of the curriculum or the educational system in general is recognized as a 

crucial one highlighting the role of factors such as motivation and job satisfaction. Focusing 

on the above factors helps us to improve teaching and learning processes resulting in teacher‟s 

personal or professional development and qualitative produced work. 
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In this study we try to find the degree that some motivation factors are thought to be impor-

tant to teachers in Greece as well as to what extent they are fulfilled by their service and ad-

ministration. We have concentrated on Frederick I. Herzberg‟s Motivation - Hygiene Theory 

as it offers parameters easily recognized by teachers along with its wide application in many 

working fields. Furthermore, issues such as satisfaction and dissatisfaction are of high con-

cern and interest among teachers and seem to influence the most of their reactions at school. 

They also influence a great variety of sectors such as their personal lives, their interrelations 

and eventually the produced work. Through our collected data analysis our main objective is 

to record how each maintenance and satisfaction factor is thought to be fulfilled by Greek 

teachers‟ administration service in order to record how dissatisfied and satisfied they are aw 

employees or educators in primary and secondary education in Greece.  

Similar results can help administration thoroughly realize teachers‟ needs and expectations, 

try to improve intrinsic and extrinsic job conditions resulting in deteriorating dissatisfaction 

and upgrading the feeling of satisfaction. Consequently, we may have more efficient teachers 

and qualitative produced work investing on efficient curricula saving money and time (Gal-

luzzo, 2005). 

2. Theoretical Framework: Frederick I. Herzberg - Motivation - Hygiene Theory 

In the mid-1960s Frederick I. Herzberg contributes catalytically changing the way motivation 

was so far approached in workplace (Nichols, 2004). Throughout his research he focused on 

the study of those factors which could lead to a sense of satisfaction of the employees‟ needs 

aiming at motivation in any workplace. He essentially proceeded to simplify and, at the same 

time, extent Maslow‟s theoretical approach developing his Motivation - Hygiene Theory 

(Mehrad, 2015) & (Rahim &Daud, 2012). In this theory he claims that only the two highest 

levels in Maslow's approach can constitute factors with motivating power. Considering the 

needs of the first three levels self-evident for the existence of the person - worker he named 

them maintenance needs. The intermediate category of needs can be distinguished by their 

motivational value when they refer to individuals‟ socialization and contribute to developing 

interpersonal relationships. 

While Maslow studied and concentrated on the individual‟s needs, Herzberg proceeded to a 

more plausible analysis of those factors which seem to satisfy the specific needs as far as 

working content and conditions are concerned (Worlu&Chidozie, 2012) and 

(Tzwrtzakhs&Tzwrtzakh 2007). Through an empirical research, which he conducted, he pro-

ceeded to the study and distinction of working factors in two categories. The first category 

consists of the working factors which are a source of dissatisfaction for the same people in the 

same workplace (dissatisfiers) while the second one of those factors that lead to the em-

ployees‟ satisfaction in a company or organization (satisfiers). Therefore, Herzberg‟s theoret-

ical approach is described as a dual process in a parallel distribution defined by two edges 

each· the first one is defined from dissatisfaction to no dissatisfaction and the other from no 
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satisfaction to satisfaction (Worlu&Chidozie, 2012). Evans & Olumide-Aluko (2010) and 

Malik & Naeem (2013) describe the above procedure consisting of two continua independent 

to each other with edges the above corresponding components while Nias (1981) emphasizes 

that an employee‟s working well being requires employer to focus on both categories of fac-

tors. 

The first continuum includes the Hygiene - maintenance factors which are related to the ex-

trinsic working environment or working conditions (extrinsic job conditions). Their absence 

of them causes a feeling of discontent on the worker‟s part (Terzidis, 2004). On the other 

hand, the existence of these factors in the working environment comes to reduce or possibly 

to eliminate the above feeling but simultaneously it does not give the employee the desired 

sense of satisfaction or motivation for a more effective working performance. In similar work-

ing environments these factors have been simply observed to contribute to the maintenance of 

workers efficiency to a tolerably accepted level (Bourandas, 2002) and comprise "encourag-

ing reasons" for a worker to stay in a specific job (job stay-ons) (Worlu&Chidozie, 2012). 

Considering Herzberg‟s theoretical positioning we come to a conclusion that the opposite of 

the feeling of dissatisfaction or discontent in a specific workplace is not the employee‟s satis-

faction but just not dissatisfaction (Nichols, 2004). Therefore even if we focus on reducing or 

eliminating the hygiene factors, which contribute to discontent, we cannot insure having satis-

fied but just not dissatisfied employees. According to Herzberg these specific factors, which 

are associated with the three lower levels - categories of needs in Maslow's theory, may con-

tribute to a "healthy" working environment and are: 

 Company policy and administration: The organizational and administrational policy 

pursued by a company or organization. 

 Supervision: The presence and the degree of the supervisor‟s involvement in work, moni-

toring or guidance of the staff in a company or organization. 

 Relationship with Supervisor: The interpersonal relationships each employee has with 

his superiors. 

 Interpersonal relationship with peers/colleagues: The formation of the employees‟ in-

terpersonal relationships of among themselves. 

 Relationship with subordinates: The formation of employees‟ interpersonal relation-

ships with their subordinates. 

 Job security: The feeling of safety and security which the employee enjoys through the 

applied policies of a company or organization. 

 Working conditions: The nature and character of the working environment as it is being 

defined by the working hours, the physical environment and the logistics support. 

 Financial remuneration (salary/wages): The stability of the provided salary or wages 

and various extra financial rewarding. 
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 Social status/prestige: The prestige or social status which the employee‟s position trans-

fuses to him/her through the applied policies of a company or organization. 

 Personal life: The extent to which the employee‟s personal life is affected by the policy 

of the company - organization and his/her position in it. 

The second category in Herzberg‟s theoretical approach includes the internal - intrinsic fac-

tors (intrinsic job conditions) which are referred as motivator factors or motivators. These 

are the main source of the employee‟s contentment or satisfaction which encourage him/her to 

further improvement of the working performance. It should be mentioned that these factors 

are associated with the working process itself as far as its content, nature and execution are 

concerned (Chitiris, 2006). In correspondence to the case of hygiene factors, lack of motiva-

tors does not result in the employee‟s dissatisfaction but simply render him/her not satisfied. 

In conclusion, through Herzberg‟s theory we realize that only the motivators can comprise a 

source job satisfaction. So the motivator factors are (Chitiris, 2006): 

 Achievement: The degree that work insures the employee‟s satisfaction of his/her goals 

and needs. 

 Recognition: Recognition of each employee‟s efficiency, efforts, performance and con-

tribution to his/her job position. 

 Nature of work itself: The degree of freedom and autonomy enjoyed by the employee in 

his/her position. 

 Responsibility: The employee‟s interest in his/her work place and the importance at-

tached to each attempt. 

 Progress: The extent to which the job develops and utilizes employee‟s knowledge, skills 

or working abilities. 

 Development/Advancement: The prospects and the employee‟s promotions as a result of 

successful work. 

As Nichols (2004) mentions, of the above motivators the last four ones seem to lead to a state 

of longer lasting satisfaction. He also believes that in a working environment, the presence of 

motivation factors contributes to job satisfaction and improvement of work output. However, 

a basic condition in achieving the expected job satisfaction and improvement of work out-

come is first to ensure individual‟s no dissatisfaction through a priori fulfillment of Hygiene - 

Maintenance Factors. The human resources of an organization or a company can take advan-

tage of the motivators offered and aim at improving work outcome demonstrating satisfaction 

stemming from his/her workplace in which the employee can only be or feel integrated when 

he/she is not dissatisfied. 

This specific theory can also be associated with the notion of job involvement (Lodahl 

&Kejner, 1965) which determines the extent to which the working content and context con-

tribute to an employee‟s self-perception and self-image assisting in meeting the individual‟s 
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basic needs (Dubin, 1956, 1968 as shown in Chu &Kuo, 2015). They studied various explana-

tory approaches of the concept of job involvement and they observed that it is rather related to 

the intrinsic job conditions as motivation factors are associated to work itself as content, na-

ture and execution. Kanungo (1982) transfuses to job involvement a psychological dimension 

implying a kind of employee's identification with his/her job or occupation. 

Also, it is quite interesting to take into consideration that the desired improvement of job sa-

tisfaction can be accomplished through job enrichment strategy (Schermerhorn et.al 2012). 

This strategy is based on an organized effort to create more motivation factors in a workplace 

on the basis of two perpendicular axes. The "horizontal axis" refers to ensuring a variety of 

working tasks or activities which will rotate among staff at regular time periods aiming at 

avoiding a sense of routine or boring work mood (Bourandas, 2002). The "vertical axis" is 

associated with the employee‟s potential to participate actively in planning, organization and 

control of his work. Simultaneously the same axis is related to the decision - making 

processes concerning the above work parameters which can allow an employee to undertake 

initiatives, responsibility and self-action. 

2.1. Motivation - Hygiene Theory in education 

Education and its parameters construct a dynamic - in character - field which is constantly 

subject to modifications and progress. Nias (1981: 235-236) has put under consideration the 

degree that the theoretical background of Hygiene - motivation theory can be applied to edu-

cational environment. He recommended a more focused study on satisfaction in educational 

contents and contexts taking into consideration the specific parameters that characterize them. 

The educational process involves communication between the teacher and his/her colleagues 

as well as between the teacher and the students. This remark is reinforced by Hofstede and 

Hofstede (2005) who recorded clear differences between western societies and developing 

African ones in their investigations. They mainly concentrated on the level of equality and 

inequality in educational contexts which affects the general validity of motivation factors. 

Therefore, there seems to appear a differentiation in the content and conditions in educational 

workplace which is likely to affect or alter the intensity of the motivators or hygiene - main-

tenance factors. In her studies Evans (1998:150) notices that in certain sociocultural environ-

ments financial remuneration can operate as a factor of satisfaction and motivation. Further-

more, variation in hygiene -maintenance and motivation factors can also occur among em-

ployees as individuals and it depends on each person‟s personal experiences even if they do 

the same or similar job. Educational and social changes directly affect both the content and 

the context in which teachers purse their function rendering it more demanding (Chu &Kuo, 

2015). In their workplace although teachers are considered as part of a wider sociocultural 

environment acting in it as a team or individuals, they simultaneously interact in a highly plu-

ralistic educational content and context in which they are integrated. 
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2.2. Job satisfaction 

In any educational content and context Job satisfaction and motivationare considered to be 

of vital significance if we aim at an effective and efficient educational system (Chireshe& 

Shumba, 2011). The above notions, although quite related, are not identical to each other. 

Motivation is rather a kind of process that, if it is suitably managed, can lead to job satisfac-

tion. Job satisfaction can be defined as an “emotional” or psychological state with positive 

connotations stemming from a person‟s desirable attitude towards his job and it depends on 

many and multiple factors (Locke, 1976 as it appears in Hilmi, Ali & Nihal, 2016). Gruneberg 

(1976) approaches job definition as a worker‟s complex state of emotional content which de-

rives from his/her personal opinion about his job. It is quite interesting to refer to Okafor 

(1985 as it as it appears in Hilmi, Ali & Nihal, 2016) who focuses on work context itself and 

the worker‟s perception about the degree a specific job redeems his/her needs. It is widely ac-

cepted that job satisfaction and motivation, as its result, are mainly related to the intrinsic as-

pects of a job or occupation (motivators). Furthermore a single motivator cannot itself lead to 

satisfaction which can be accomplished only when we approach motivators as a whole. At the 

same time satisfiers - motivators appear to be easily affected by cultural and nationality 

oriented factors (Huang and Van De Vliert, 2003) which may differentiate each one‟s intense 

or significance among different cultures (Zarisfizadeh, 2012). Spector‟s approach to the same 

subject focuses on the specific parameters of a job or occupation and the feelings that they 

cause on the worker (Spector, 1997).  Ololube (2006) describes it as a factor which can satisfy 

a teacher‟s needs and at the same time leading to teaching improvement. He also argues that 

job satisfaction and motivation exposes a great impact on both any educational system and 

his/her personal attitude towards the real meaning of working as a teacher (Gemeda, 2015). 

3. Methodology  

3.1. Procedure of Data Collection 

For the purpose of this study we drew up a questionnaire consisting of four basic questions 

which aimed at recording teachers‟ response to Frederick I. Herzberg‟s Motivation - Hygiene 

Theory in education. We distributed it to 50 women - EFL teachers - who teach English as a 

foreign language in public schools of Primary and Secondary Education in Greece. For rea-

sons of greater reliability of our results and conclusions the survey was limited to one sex be-

cause the majority of teachers in this discipline are women in Greek schools. The question-

naires were sent to schools and personal teachers‟ accounts by e-mail attempting an equal dis-

tribution in the receiving answers concerning both the above school levels. The concept of 

equal distribution pertains to various levels of this study and the corps participating in it. 

Specifically, as far as the school levels, in which teachers of the study work, are concerned, 

16 questionnaires - 32% - were answered by teachers who teach in General and Vocational 

Senior High Schools, 17 and 34% in Junior High Schools and 17 - percentage 34% - in Pri-
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mary Schools. An attention was also paid to the years of each participant‟s work experience to 

ensure data objectivity and hence research findings. Regarding participants‟ work experience 

in the survey there were involved 29 women teachers - 54% - with experience up to 10 years, 

24 - 48% - with experience from 11 to 20 years and 12 - 24% with work experience from 21 

up to 30 years. As for the spatial distribution of the replied questionnaire is concerned, the 

bulk of them were filled by teachers of Epirus Prefecture whereas questionnaires were also 

answered by teachers from Attica, Thessaly, Macedonia and the Peloponnese. Aiming at a 

more precise recording of the data used in our study these questionnaires ware decided to be 

sent during the period of January - February 2015. It was during the second trimester of the 

school year in which the teaching process seems to be in full growth and development. 

On a first level we investigated the teachers‟ attitude towards their service and how much it 

contributes to their personal and professional development. Specifically, the first question 

puts participants a reflection on whether they consider school - as an organization - to contri-

bute to their personal and professional growth or development as educators. Moving to anoth-

er significant issue of this study a brief outline of the concept of motivation is given and par-

ticipants were asked if they can distinguish particular elements from their administration ser-

vice part that can provide motivation in their workplace (question 2). 

In the second part of the questionnaire (questions 3 and 4) we focused on Motivation - Hy-

giene Theory detecting the participants‟ attitude towards the parameters they constitute it. 

This theory focuses on the individual and in terms of job content and context it studies satis-

faction or dissatisfaction factors as motivation sources. These can enhance the individuals‟ 

mood for higher productivity or efficiency while they can affect their behavior in their attempt 

to satisfy their needs. They contribute to motivate those involved in teaching process and to 

create a favorable working climate. Moreover, the main ideas of the above theory are notions 

easily recognizable by teachers in their everyday professional life and thus can ensure - to a 

great extent - the reliability of our data collection and study conclusions. On both set of fac-

tors the teachers who participated in this study demonstrate their attributes towards their ser-

vice administration and the degree to which it ensures the essential factors that lead to the 

sense of no dissatisfaction in the first category and of satisfaction in the second one. 

After collecting the questionnaires we proceeded in indexing them with the help of the Micro-

soft Excel program recording the answers in the form of numerical data on tables and for 

questions 3 - 4 we proceeded to calculate them in the form of a percentage ratio. Consequent-

ly, the statistical analysis was conducted by using SPSS 24. We used descriptive statistics to 

analyze our data collected for all the items of the questionnaire aiming at recording Greek 

teachers‟ attitude towards maintenance and motivation factors in Frederick I. Herzberg‟s Mo-

tivation - Hygiene Theory in education. We focused on specific statistical procedures such as 

frequencies and percentages, mean, median, mode and standard deviation to analyze the 

participants‟ answers. We also displayed our data in questions 1 and 2 in graphs in order to 

have a better image of them something which would help us understand and more easily ex-

tract information from them. 
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3.2. Results - Findings 

3.2.1. Question 1 

The first question of our study focused on the potential school has as an organization to con-

tribute to teacher‟s personal growth and professional development. We observe that 54% of 

participants, that is 27 out of 50 teachers, claimed that school can - to a degree “enough” - sa-

tisfy the teachers‟ vision for personal development and promotes their utilization. 28% - 14 

out of 50 colleagues - believe that school contribution is quite limited as it doesn‟t provide the 

adequate support to the teacher. Just 8 teachers - 16% - demonstrated that their service contri-

bution is significant while only one participant - 2% - shows the absence of school potentiali-

ty for personal growth and development. 

QUESTION  1 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

VERY MUCH 8 16,0 16,0 16,0 

ENOUGH 27 54,0 54,0 70,0 

LITTLE 14 28,0 28,0 98,0 

NOT AT ALL 1 2,0 2,0 100,0 

Total 50 100,0 100,0  

Table 1. Frequency variables of data collected in question 1 

 

QUESTION 1  - Statistics 

N Valid 50 

Missing 0 

Mean 2,1600 

Median 2,0000 

Mode 2,00 

Std. Deviation ,71027 

Table 2. Mean, median, mode & standard deviation of data collected in question 1 

Analyzing variables in question 1 (table 2) we observe that the average value of the entire set 

of our data (mean) is 2,16 so it almost identical to mode and median as value “enough” occurs 

the most in participants‟ answers. Almost half of the teachers asked in question 1 are also sa-

tisfied “enough” by school and its contribution to their personal growth and professional de-

velopment. Furthermore, low standard deviation (0,71) indicates that the data are clustered 

closely around the mean. 
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Graph 1. Visualization of the teachers’ responses on school contribution in developing and utilizing them. 

 

In a more thorough study of our statistical results teachers seem to express a rather moderate 

to negative view - 84% - on the potential of school to deploy teacher as human resource and 

be a creative - motivator factor for her personal development. 

3.2.2. Question 2 

A major speculation which we submitted to the participants refers to the concept of motiva-

tion itself, and specifically to what extent administration offers incentives to motivate their 

teachers. To this question teachers express a rather positive view as 27 participants out of total 

50 - 54% -believe that administration offers or can ensure sets of incentives towards individu-

al‟s motivation as a worker or educator. On the other hand, 23 people - 46% - state that their 

service does not provide any motivation elements in their working environment. 

QUESTION 2 

 Frequency Percent Valid Percent 
Cumulative Per-

cent 

Valid YES 27 54,0 54,0 54,0 

NO 23 46,0 46,0 100,0 

Total 50 100,0 100,0  

Table 3. The teachers’ attitude towards the existence of motivation by administration in their workplace. 
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Graph 2. Visualization of the teachers’ attitude towards the existence of motivation elements by adminis-

tration in their workplace 

 

3.2.3. Questions 3 and 4. 

The questions 3 and 4 refer to Frederick I. Herzberg‟s theory of the two factors. Specifically 

question 3 focuses on the Hygiene - maintenance Factors always related to extrinsic job con-

ditions - in our case school as workplace and the absence of which cause the feeling of dissa-

tisfaction on teachers‟ part. 

Question 3  

50 participants 

Very 

high rate 

High 

rate 

Enough 

rate 
Low rate 

Very low 

rate 

Company policy & adminis-

tration 
1 - 2% 7 - 14% 16 - 32% 20 - 40% 6 - 12% 

Supervision 3 - 6% 11 - 22% 17 - 34% 16 - 32% 3 - 6% 

Relationship with Supervisor  5 - 10% 17 - 34% 18 - 36% 8 - 16% 2 - 4% 

Interpersonal relationship 

with peers /colleagues 
8 - 16% 22 - 44% 12 - 24% 6 - 12% 2 - 4% 

Relationship with subordi-

nates 
4 - 8% 20 - 40% 14 - 28% 9  - 18% 3 - 6% 

Job security 3 - 6% 8 -16% 24 - 48% 10 - 20% 5 - 10% 

Working conditions 2 - 4% 11 - 22% 21 - 42% 11 - 22% 5 - 10% 



Scientific Educational Journal “educ@tional circle”  

Volume 8, Issue 1, 2020 © educ@tional circle ISSN: 2241-4576 

                                                                                                              Page 29 of 392 

Financial remuneration (sala-

ry/wages)  
0 -  0% 2 - 4% 15 - 30% 21 - 42% 12 - 24% 

Social status / prestige  0 - 0% 11 - 22% 12 - 24% 23 - 46% 4 - 8% 

Personal life 2 - 4% 13 - 26% 20 - 40% 11 - 22% 4 - 8% 

Table 4. Participants’ rate attribution to Hygiene - maintenance Factors fulfillment at school 

Analyzing question 3 results on table 4 we easily observe that concerning Company policy & 

administration factor, one questioned - 2% - attributes it the value "very high degree," 7 and 

14% of the value "high rate" and 16 teachers - 32% - the value "enough rate." Finally, 20 

people - 40% - stated that their service can ensure Company policy & administration factor to 

a low rate while six of the participants - 12% - believe that school meets it to a very low rate. 

In the second factor - that of Supervision - 3 teachers and 6% felt that their service satisfies it 

to a very high rate, while 11 - 22% - to a high rate. 34% of the participants - 17 teachers - 

attribute the “enough rate” value to supervision and 16 - 32% - stated that this factor is en-

sured to a low rate. Finally 6% and 3 teachers indicated that their service cannot meet the 

above factor but only to a very low rate. 

Regarding the third factor - that of Relationship with Supervisor - 5 teachers, that is 10%, felt 

that their service satisfies it to "a very high rate" while 17 - 34% - to just a “high rate.” 36% of 

teachers questioned - 18 persons - attributed the same factor the value of “enough rate” 16% 

and 8 teachers are poorly satisfied (low rate) while finally 4% - 2 participants - felt that their 

service can only meet Relationship with Supervisor factor to a very low rate. 

In the forth factor - Interpersonal relationship with peers/colleagues - 8 respondents - 16% - 

attribute it the of value "very high degree," 22 and 44% the value of "high degree" and 12 

teachers - 24% - the value "enough rate." Finally, 6 people - 12% - stated that school can only 

meet this factor to a low rate while only 2 - 4% - expressed to a very low rate. 

Analyzing Relationship with subordinates factor, four teachers - 8% - felt that school fulfills it 

to a "very high rate," while 20 - 40% - to a "high rate." 28% of the participants - 14 teachers – 

attributed the above factor the value of “enough rate” and 9 - 18% - believe that their service 

can ensure the above factor to a “low rate.” Finally, 6% and 3 teachers indicated that their 

school meets Relationship with subordinates factor to a “very low rate.” 

With regard to Job security factor three teachers - 6% - felt that their service satisfies this fac-

tor in a very high rate while 8 - 16% - to a high rate. 48% of the participants - 24 teachers - 

believe that job safety factor is ensured to a sufficient degree (enough rate), 20% - 10 people 

to a low rate while 10% and 5 teachers to a very low rate. 

As far as the seventh factor is concerned - Working conditions - 2 respondents 4% stated that 

their service can meet their expectations to a “very high degree,” 11 and 22% to a “high de-

gree” and 21 teachers - 42% - attributed the value of "enough rate." Finally, 11 people - 22% - 



Scientific Educational Journal “educ@tional circle”  

Volume 8, Issue 1, 2020 © educ@tional circle ISSN: 2241-4576 

                                                                                                              Page 30 of 392 

declared that their school can only ensure the factor under study to a “low rate” while 5 - 10% 

to a “very low degree.” 

From the analysis of Financial remuneration factor, 4% of the participants - 2 teachers - be-

lieved that their service satisfies it to a "high rate," while 15 people - 30% - attributed the 

“enough rate” to it. 42% - 21 teachers - believed that the above factor is ensured to a low rate 

while 24% and 12 teachers to a very low rate. Interestingly enough none of the participants 

believed that their service meets the Financial remuneration factor to a very high degree. 

As far as Social status/prestige factor is concerned, 11 respondents - 22% - attribute the value 

of high rate, 12 and 24% the value of "enough rate" and 23 teachers - 46% - the value "low 

rate." Finally, only 4 people - 8% - postulated that the above factor is poorly fulfilled (very 

low rate) while none of the teachers in the survey seemed to be convinced that their service 

can satisfy status and prestige factor to a very high rate. 

In the last factor, Personal life, two respondents 4% attributed it the satisfaction value of " 

Very high rate," 13 and 26% the value of " Very high rate " and 20 teachers - 40% - stated 

that school can meet the above factor to an “enough rate.” Finally, 11 people - 22% - declared 

that personal life factor is fulfilled to a low rate while four to a very low rate. 

Analyzing the SPSS findings on table 5 we observe that standard deviations values are quite 

low and rang from 0,833 to 1,036 indicating that the majority of teachers participated in the 

survey focus on each factor around the value "enough rate." Mean ranges from 2,44 - attri-

buted to Interpersonal relationship with peers factor - to 3,46 which is attributed to Company 

policy & administration with the only exception that of Financial remuneration (salary/wages) 

which is closely to “low rate.”  Studying mode, we observe that value “high rate” is attributed 

to 2 factors (Interpersonal relationship with peers - Relationship with subordinates), “low 

rate” to 3 (Company policy & administration - Financial remuneration - Social status / pres-

tige). The majority of factors were thought to be met at a rather sufficient degree (enough 

rate). The same conclusion can be elicited if we look more thoroughly at median values. Six 

out of ten factors got value 3 (Supervision, Relationship with Supervisor, Interpersonal Rela-

tionship with subordinates, Job security, Working conditions, Personal life), three got value 4 

(Company policy & administration, Financial remuneration, Social status/prestige) and only 

one got value 2 (Interpersonal relationship with peers, Relationship with subordinates).  

As far as the extrinsic job conditions are concerned it is quite interesting to notify that partici-

pants feel getting the most fulfillment from their relationships with colleagues, peers or sub-

ordinates (mode - value 2). On the other hand administration sector along with financial re-

wards meet their expectations very little also having very little to contribute to their social sta-

tus or prestige (mode 4). These statistical data indicate a kind of weakness from school and its 

policy part to support teachers to “make ends meet”. Consequently, failure or partial fulfill-

ment of hygiene - maintenance factors in extrinsic school environment seems to lead to a feel-

ing of the dissatisfaction on the teacher‟s part. 
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Statistics – question 3 
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N Valid 50 50 50 50 50 50 50 50 50 50 

Missing 0 0 0 0 0 0 0 0 0 0 

Mean 3,46 3,10 2,70 2,44 2,78 3,12 3,12 3,86 3,40 3,04 

Median 4,00 3,00 3,00 2,00 3,00 3,00 3,00 4,00 4,00 3,00 

Mode 4 3 3 2 2 3 3 4 4 3 

Std.  

Deviation ,952 1,015 ,995 1,033 1,036 1,003 1,003 ,833 ,926 ,989 

Table 5. Participants’ data statistical analysis of Hygiene - maintenance Factors fulfillment rate at school 

 

Question 4 studied the second part of Frederick I. Herzberg‟s theory at school which includes 

intrinsic job conditions, referred as motivation factors or motivators, and they are a source of 

satisfaction encouraging the employee to improve his/her work performance. 

 

Question 4 

50 participants 

Very 

high rate 

High 

rate 

Enough 

rate 
Low rate 

Very low 

rate 

Achievement 3 - 6% 11 - 22% 18 - 36% 12 - 24% 6 - 12% 

Recognition 3 - 6% 13- 26% 18 - 36% 11- 22% 5 - 10% 

Nature of work itself 1 - 2% 12 - 24% 25 - 50% 8 - 16% 4 - 8% 

Responsibility 2 - 4% 21 - 42% 15- 30% 10 - 20% 2 - 4% 

Progress 1 - 2% 14 - 28% 17 - 34% 13 - 26% 5 - 10% 

Development-Advancement 1 - 2% 11 - 22% 14 - 28% 20 - 40% 4 - 8% 

Table 6. Participants’ rate attribution to the satisfaction of intrinsic job conditions or motivators at school 

Analyzing he first studied motivator - that of Achievement - 3 teachers (6%) considered it to 

be satisfied to a “very high rate” by their service while 11 persons - 22% - to a “high rate”. 

36% of the people asked - 18 teachers - applied to this motivator the value of “enough rate” 
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and 24% - 12 teachers - the value of “low rate”. Additionally, 6 participants - 12% - think that 

school can ensure achievement motivator only a little (very low rate). 

Studying the results of Recognition factor 3 teachers - 6% - felt that their service satisfies this 

factor in a “very high rate” while 13 participants - 26% - to a “high rate”. 36% - 18 teachers - 

attributed recognition the “enough rate” value and 22% - 11 people - stated that school seems 

to satisfy the above factor in a “low rate” while 5 teachers - 10% - in a “very low rate.” 

Regarding Nature of work itself motivator 1 person questioned - 2% - applied to its satisfac-

tion the value of "very high rate," 12 and 24% that of "high rate" and 25 teachers - 50% - the 

value of "enough rate." Finally, 8 people - 16% - are for the opinion that school satisfies na-

ture of work itself motivator to a “low rate” while 4 of the participants - 8% - in the survey 

stated that their service cannot meet it but to rather a “very low rate.” 

On the fourth motivator - Responsibility - 2 participants - 4% - state that its satisfaction 

reaches the value of "very high rate," 21 and 42% the value " high rate" and 15 teachers - 30% 

- the value "enough rate." Finally, 10 people - 20% - expressed the opinion that Responsibility 

is only satisfied to a “low rate” while 2 of the participants in the survey - 4% - feel that their 

service can meet their expectation for Responsibility to a “very low rate.” 

As far as motivator Progress is concerned 1 teacher - 2% - considers that her service satisfies 

it to "very high rate" while 14 - 28% - to a “high rate”. 34% of the participants - 17 teachers - 

believe that school ensures progress to a sufficient degree “enough rate”, 26% and 13 teachers 

to a “low rate.” Finally, 10% and 5 teachers indicated that their service meets their progress 

expectations just very little (very low degree). 

Regarding to factor of Development - Advancement one participant - 2% - believes that this 

factor is fully satisfied to a "very high rate" while 11 teachers - 22% -  to a “high rate.” 14 

participants - 28% - attribute this factor the value of "enough rate" and 20 people - 40% - ex-

pressed the opinion that their service can satisfy Development - Advancement factor to a “low 

rate.” Finally, 4 teachers - 8% - declared that this motivator is rather fulfilled to a “very low 

rate.” 

Statistics – question 4 
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N Valid 50 50 50 50 50 50 

Missing 0 0 0 0 0 0 

Mean 3,14 3,04 3,04 2,78 3,14 3,28 
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Median 3,00 3,00 3,00 3,00 3,00 3,00 

Mode 3 3 3 2 3 4 

Std. Deviation 1,088 1,068 ,903 ,954 1,010 ,970 

Table 7. Participants’ data statistical analysis of  motivators rate at school 

If we study table 7 more thoroughly alongside table 6 our questionnaire results indicate that 

the majority of the teachers asked focus on each factor around value “enough rate” as they 

attribute it to 4 out of six motivators. So mode is 3 - that is “enough rate” for Achievement, 

Recognition, Nature of work itself and Progress motivators. On the other hand, mode is 4 - 

“high rate” for Development advancement and 2 for Responsibility. Mean results also con-

firm our assertion above as it ranges around 3 “enough rate” for each motivation factor get-

ting values from 2,78 concerning responsibility to 3,28 concerning Development advance-

ment. The same is with median as the middle value is 3 “enough rate” to all motivators stu-

died in this question. Studying standard deviation for each motivator we observe that it is 

small which means the values in our selected statistical data are close to the mean of them. 

Standard deviation ranges from 0,903 (Nature of work itself) to 1,088 (Achievement).  

Therefore, as far as motivators are concerned in Frederick I. Herzberg‟s theory, participants 

demonstrate a relative inability on their service part to contribute to the satisfaction of these 

factors and thus lead to a king of fulfillment of teachers‟ expectations around intrinsic job 

conditions. The more these motivators are satisfied the more improvement we can get in 

working - teaching performance concerning schoolroom and teaching processes. 

4. Conclusion 

The statistical analysis of our data collected from the participants‟ answers to this study gives 

us a clear image on some basic issues related to motivation and F. Herzberg‟s Motivation - 

Hygiene Theory in education in Greece. The study demonstrated that the teachers involved in 

it express from a moderate to a negative attitude - up 84% - as far as the potential of their ser-

vice is concerned to deploy teachers as human resource and constitute itself a motivation and 

job satisfaction factor for personal or professional development. Parallel to the above finding 

almost half of the participants - 54% - believe that their service administration exhibits moti-

vation elements towards teachers in school environment. However, it does not seem to be able 

to utilize these elements for the benefit of school work produced and the teacher him-

self/herself. 

Focusing on Hygiene - maintenance Factors in Frederick I. Herzberg‟s theory we come to a 

conclusion that most of the teachers in this study focus on each factor around the value 

"enough rate." This means that the most of the factors seem to be partially fulfilled (enough 

rate). More precisely among the extrinsic job conditions participants feel receiving the most 

fulfillment from their relationships with colleagues, peers or subordinates. Studying adminis-
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tration sector along with financial rewards and social status or prestige teachers appear to be 

very little fulfilled. Summing up a kind of failure or partial fulfillment of hygiene - mainten-

ance factors seem to reveal some weakness from school and its administration part to support 

teachers in extrinsic school environment thus causing dissatisfaction on the teacher‟s part. 

Concerning intrinsic job conditions or satisfaction motivators our questionnaire results con-

firm that the teachers in their majority concentrate on each factor around value “enough rate.” 

It is obvious that there is a relative inefficiency on their administration part to satisfy these 

factors which can keep teacher satisfied as far as intrinsic job conditions are concerned. In-

creasing those satisfaction factors we can develop working - teaching performance concerning 

schoolroom and teaching processes. 
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Appendix 

Questionnaire 

Name (optional)  

Telephone number (optional)   

Email (optional)  

SEX 
 Man 

 Woman 

 

Question 1 Very much Enough Little 
Not at 

all 

School contributes to your personal 

growth and professional development. 
    

 

Question 2 

Motivation is the set of management actions - incentives to induce 

or maintain employees‟ mood to behave in a certain way. Are 

there management motivation elements in your workplace? 

 YES 

 NO 

 

 

Question 3 

To what extent do you think the following factors 

are fulfilled by your service in general and your 

school in particular so that they do not lead to 

dissatisfaction? 

Very 

high 

rate 

High 

rate 

Enough 

rate 

Low 

rate 

Very 

low 

rate 

Company policy & administration      

Supervision      

Relationship with Supervisor       

Interpersonal relationship with peers /colleagues      

Relationship with subordinates      

Job security      

Working conditions      

Financial remuneration (salary/wages)       

Social status / prestige       

Personal life      

 

Question 4 

To what extent do your service in general and 

your school in particular ensure the suitable condi-

tions so that the following factors can lead to job 

satisfaction? 

Very 

high 

rate 

High 

rate 

Enough 

rate 

Low 

rate 

Very 

low 

rate 

Achievement      
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Recognition      

Nature of work itself      

Responsibility      

Progress       

Development - Advancement      

 


