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Abstract   

Motivation comes within the person or is motivated from external sources. There are different 

types and ways to motivate a person. On the other hand satisfaction lies within the peace of mind 

and the happiness of doing something. The ultimate effect of these two variables can increase or 

decrease the performance level of a person. A highly motivated and satisfied person or should it 

be said a highly motivated and satisfied employee can perform more than the unsatisfied and 

demotivated one. The objective of this study is to investigate the impact of motivation and 

employee satisfaction on employee‘s performance. The results show a clear correlation between 

motivation and employee satisfaction on employee‘s performance. The ultimate relationship is 

clearly defined in literature review and has been discussed lately on the data analysis done. In order 

to collect the data we have sent questionnaires to about 200 employees of different pharmaceutical 

organizations working in Pakistan. From which only 110 responded. It also examines different 

motivation theories and different techniques used to motivate employees at work place to enhance 

their performance. And studied ways to satisfy an employee to create interest in job and boost up 

the performance for better results. Five important pharmaceuticals firms in twin cities were 

selected. Results confirmed the significant between motivation (p< .000) and employee 

performance and between employee satisfaction (p< .000) and employee performance. The study 
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was cross sectional. The data was collected only once through questionnaires on Google docs. 

Most of respondents were male employees aging 26-35.   

  

  

Key words: Motivation, Employee Satisfaction, Employee’s Performance, Pharmaceutical 

Sector of Pakistan.  

  

  

  

Introduction:  

Motivation is the internal energy of any person which excels his/ her will power to achieve the set 

goals of life. Whereas satisfaction means to believe in one‘s own self and moving forward 

positively. These two aspects are to be seen in this paper creating a positive impact on employee‘s 

performance on job. The main purpose of this research is to find out whether it is being practiced 

in our defined sector (pharmaceutical) of Pakistan.   

This research is being done on the employees of Pharmaceuticals because it has been seen that 

researchers only pay attention on the pharmacy products but not on the people involved in 

manufacturing those products.  

This problem has been identified that in pharmaceutical industry employees are neglected and are 

less satisfied with their job. The sector selected for our research has a huge contribution in the 

economy of Pakistan. According to a report there are 759 pharma firms working around the 

country. The top 100 firms have about 97% of contribution in the market (Association, 2017).  

Apporximately 275,000 emmployees work in pharma industry of Pakistan.   
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Motivation is the responsibility of the upper management of any organization. It is a core duty of 

managers of the organization to motivate their employees (Decenzo, Stephen, 10th edition, 

Fundamentals of HRM, John Wiley & sons, Inc.). Employee‘s satisfaction about the job is at its 

peak when motivation leads an employee towards good performance. Both the variables have 

individual as well as dual impact on an employee‘s performance. Creative performance is a newly 

identified term among motivated employees. Most researchers believe that creative performance 

is the new dimension that has been appeared recently (Coelho, Augusto, Lages, 2011).  

Several theories are also been defined on motivation for better performance of employees. Two 

factor theory of Herzberg explains two major factors which get the best out of the employees 

(Lane, Millars.Molly, 2017, Accountant in Business, Kaplan publishing UK). Expectancy theory 

indicates that employees only get motivated on those tasks which they consider are beneficial for 

their own goals (Vroom, 1964). This could also lead them to perform well and ultimately achieve 

what they want or need. Every human being is earning his living for some purpose whether it‘s for 

the family or for one‘s own sake but it does has some objective.  

To motivate employees organization use rewards as well. Two types of rewards are given to 

employees to make them feel special Extrinsic and Intrinsic. Intrinsic rewards are those rewards 

which arise when an employee is satisfied with his job performance it could also be said that these 

rewards are given to an employee by its self. Whereas extrinsic rewards are known as external 

achievements like increase in pay, foreign trips etc. employers can control extrinsic rewards by 

using expectancy theory (Malik, Butt, Choi, 2014). Most of the organization sends their employees 

abroad for different seminars, trainings to get more knowledge and improvement and development 

as it can prove them as an effective and productive element of the organization (Al Jasmin, 2012). 

The success of an organization is in the achievement of its objectives but all this is possible if the 

employees are putting all their positive efforts for achieving them (EK, Kiruja, Mukuru, Elegwa, 

2013). Employee satisfaction can be created through a friendly environment at the workplace by 

doing so employee‘s performance is enhanced (Wang, 2013).  

The job performance is affected badly if there are conflicts among employees (Li, Bagger, 

Corpanzo, 2017). The conflicts of employees ultimately lead towards lower performance. If 

employers do not focus on incentives and rewards to motivate employees then employee turnover 
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will increase. In china several companies faced the shortage of competent and hardworking 

employees due to lack of incentives and rewards for motivation purpose (He, Chen, 2012). Good 

and effective HR management is also essential for retention of employees (Lengnick- Hall 1988). 

Human Resources Management works like a backbone in any organization which not only focuses 

on achievement of organizational goals but also pays attention for the well being of the people 

working there. Due to high competition organizations are more concern about their Human 

Resource Management for their better survival of their company (MacMillan, Schuler, 1984)  

Now a day a huge competition is present in industry, due to which employers need competent and 

talented employees for their company so that they be able to follow their mission. The high 

competition is increasing in all business sectors so it‘s important for companies to create an 

environment that enhance employee‘s performance (Barkley, 2017). Most of employees have their 

own set targets which led them to work hard. Employees now days are self motivated by many 

reasons which tend them to perform well on their job (Shahzadi, Javed, Pirzada, Nasreen, Khanam, 

2014).  

Another important thing an employee posses is satisfaction which can be derived from different 

ways, one of them is working terms offered by the employers. (Bakker, De merouti, 2017) in their 

theory of Job Demands & Resources explain about how do working conditions effect employee‘s 

satisfaction and their performance ultimately. Employee‘s efforts should be regarded and 

appreciated (Boswell, Boudrean, 2002).  

All these and more to find out for this research which will lead us to find out if there are motivation 

techniques used to encourage and enhance employees performance and raise their satisfaction for 

the job they are doing.  

  

Theoretical Underpinning:  

Victor Vroom‘s Expectancy theory relates our research. According Vroom people get self 

motivated when they get to know that the job they are performing will ultimately help them to 

achieve what they desire for. Three aspects are discussed in this theory Force, Valence, and 

Expectancy.  
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Force is considered equal to the amplification of valence and expectancy. Where Force is noted as 

the power of the employee‘s motivation, Valence is noted as the priority for the possible results 

and Expectancy defines the expectations of the achievement.   

These three factors help an employee to persuade and work hard. It not only will get him success 

but also it will benefit the organization. This theory explains the more an employee is motivated 

(Vroom, 1964) and satisfied with the job he is doing and also he is being rewarded for it the more 

he will perform well on job. Continuous efforts will result in organizational success and expansion 

of business which is of course a wish list of the top management.   

Literature Review:  

  

Employee Performance:  

According to (Arik Prasetya, 2011) performance is defined as a complete result of skillful workers 

on a particular task.  (Robbins, 2011) defines performance as feeling happy about doing a job and 

it also increases the performance level. Employee performance directly influences the financial 

and non financial results of the organization and also depends upon its success (J., 2014). 

According to  (Xiao-Ping Chen, 2014) employee performance also has a link with leadership. 

(Rıdvan Arslan, 2017) narrates that trainings conducted by organizations leads towards increase 

in employee performance.  (Yanbing Gong, 2018) said that the evaluation of an employee‘s 

performance is very important for the organizations because it allows them to calculate results 

which directly effect the human resourse management. In service industry the behavior of 

supervisor affects the perormance of employees towards their customers  (Joel M. Evans, 2018). 

Electronic performance monitoring helps organizations to calculate not only performance of 

employees but also helps to evaluate productivity  (David L. Tomczaka, 2017). The HRM system 

allows employees to enhance their skills and then improve their performance according to 

organizational goals  (Guest, 2017). The HRM also creates an environment for employees where 

their opinion is appreciated to make their performance even better  (Chidiebere Ogbonnaya, 2018). 

Employee performance also creates an impression about the department they are working. It 

creates a standard within the department  (Inmaculada Beltrán-Martín, 2018). PM practices which 

take place within the organization to evaluate the performance of an employee sometimes leads 

them towards dissatisfaction and creates astress for employees  (Richard A. Posthuma, 2018). The 
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leaders of the organization must posses a behavior that gets the attention of employees to increase 

their performance that will ultimately help in achieving organizational goals  (Yousef, 2000). HR 

managers should work on motivating their employees to increase their performance  (Xiaoyu 

Guan, 2018). Feedback is an important element to acknowledge an employee‘s performance  

(Yaping Gong, 2014). As of todays world companies are competting with one another globally so 

organizations need employees who are talented and committed with them and perform well for the 

well being of their organization  (Naveed Ahmad, 2014).  

  

Motivation:  

Motivation is a psychological aspect of human beings in which one feels energy and activeness of 

doing something  (Deci, 2000). A study of  (Smith, 1997) says that youth is needed to be motivated 

so that they play a competent role in the well being of country. Motivation in students is also 

necessary to encourage them and retain their affection for the work they want to do  (Rich Gilman, 

2006). The theory of plan behaviour narrates that how and why young learners like employees of 

any organization are motivated to create friendly behaviours among each other. This constructs 

diversity of learning motivation  (Wiethoff, 2004). To meet the needs of todays fast changing 

environment modren techniques of motivating are used in institutions  (Ibrahim Abdulai Sawanehi, 

2018). Organizations no matter if they are private or public depend upon their employees who are 

motivated and work efficiently  (PS Lewıs, 1995). Intrinsic motivation makes an employee focus 

more the job and not quitting it  (Ding, 2018). Work motivation is an internal as well as external 

force which leads an individual to do something in a positive direction  (Pinder, 2008). According 

to  (Sudarno, 2016) motivation is a like raise within the employee that encourage him to do 

something and achieve what he has desired for. In a reseach by (Grant, 2008) motivation results in 

better performance and productivity. Motivated employees are more involve with the job they are 

doing as compared to those who are less motivated (Guay, 2000).   

  

Employee Satisfaction:  

Employee satisfaction can be seen on how an employee is reacting towards the job he is performing 

(Sudarno, 2016). Employee satisfaction depends on how an employee perceives the duties and 

what he feels about it (Luthan, 1981). Employee satisfaction is one of the important factors in any 
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organization (Handoko, 2010). Satisfaction of employees is considered an important thing for 

employee‘s performance (Shabbir, 2014). Employee satisfaction and interest are related to 

important business results that are important for many organizations and these relationships are 

common among companies (James K. Harter, 2002). The satisfied employees provide more quality 

services and produce more efficiently for the customers of the organization than the unsatisfied 

ones (Paradise – Tornow, 1991). Due to happy and satisfied employees companies can have loyal 

customers which will make huge profits as well (Christina G. Chi, 2009). Employees are taken as 

a pillar which a company holds to get success. This could only happen when these employees are 

motivated and satisfied (Papasolomou, 2006). Low satisfaction of employees makes them quit the 

current job and move to other options coming their way (King, 2010). Internal marketing is a good 

way to increase employee‘s satisfaction and to motivate them to deliver quality services and align 

them with the organizational goals (Burhn, 2000). This will in turn increase customer satisfaction 

and their retention with the company  

(Bennett, 2005). Training and career development (Amin, 2014) and work -life balance (Lee,  

2015) are very important factors that can help in increasing employee‘s satisfaction. If the 

management of an organization supports the employees, corporate with them, create an 

environment of justice, all this can also enhance employee‘s satisfaction (Rodriguez, 2011). 

Satisfied employees retain with their organization because they feel good and consider it more 

beneficial than to move to other organizations (Arsic, 2012)  

  

H1: Motivation is positively correlated with Employee Performance  

H2: Employee Satisfaction is positively correlated with Employee Performance  
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Research Design   

In this study the dependent variable is employee performance and independent variables are 

motivation and employee satisfaction. While the study conducted is cross-sectional. The data is 

being applied on single point time for the collection from the employees of pharmaceutical 

industry.   

Study setting  

The survey method we use is by filling the questionnaire on Google Docs by employees working 

in the pharmaceutical sector of Pakistan.  

Time horizon   

The data for this research was started in November 2018 and ended in January 2019 from the 

pharmaceutical industry of Pakistan.  

Sample and population   

Sample is composed by using the convenience sampling technique. This study mainly focuses the 

respondents from pharmaceutical sector in main cities of Pakistan. There are total 759 

pharmaceuticals firms working around the country. We choose two cities from where we have 

selected the sample. The sample size was 110 respondents from pharmaceutical firms in twin cities 

(Islamabad, Rawalpindi). We selected five top firms of Rawalpindi and Islamabad.  

  

Scales Used:  

We have used likert scale. Three scales are used i: motivation, ii: employee satisfaction, iii:  

employee performance  

Motivation:  

The scale of motivation is adopted by (Barkley, 2017). It has 10 items which indicate the 

motivation factors of employees.  

Employee satisfaction:  
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The scale of employee satisfaction is adopted by (John P. Meyer, 2000) it has 10 items covering 

the satisfaction of an employee working in the organization.  

Employee performance:  

The scale of our dependent variable is a mix-up of two scales one covers the empathy feature 

(Parasuraman, 1988) and the other covers the service (Price, 1995) that indicates the overall 

performance of the employee. It has total 6 items.  

  

  

 

Demographics Statistics  

Demographics Variable  Type  Percentage %  

Gender  Male  84.5  

Female  15.5  

 Trans Gender  0  

Age  15-25  16.4  

26-35  55.5  

36-45  20  

46-55  5.5  

55 Above  2.7  

Job Tenure  Nil   6.4  

 

 

0 - 4   36.4   
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 5-10  35.5  

11-15  10  

 15+  11.8  

Company Type  Willson Pharmaceuticals  23.6  

Shaigan Pharmaceuticals  20  

Scotman Pharmaceuticals  17.3  

Werrick Pharmaceuticals  20  

Amson Pharmaceuticals  19.1  

  

  

The demographics table shows the percentages of respondents with respect to ―Gender, Age,  

Company and Job Tenure‖. Most of the respondents were males having 84.5% of the total 

responses whereas females were 15.5%. This is because there are more male employees as 

compared to female employees working in pharmaceutical firms. Most of the respondents were 

from the age group of ―26-35‖. People of this age group are those who have started earning for 

families. Their total percentage was 55.5. The lowest range in Age groups was above 55 having  

2.7 % of the total responses. We distributed the questionnaires equally but ―Willson & Shaigan 

Pharmaceuticals‖ very much corporate with us. The percentage of respondents from these two 

firms is 23.6% and 20% respectively. The highest range of work experience was 36.4% having 0-

4 years of experience. The lowest response was from people who were fresh or having no job 

experience.   

  

  

  

Table: 1 Scales Reliabilities  
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Variable  Cronbach’s Alpha  No. Of items  

Motivation    

0.932  

  

10  

Employee Satisfaction  0.740  10  

Employee Performance  0.901  6  

  

  

Cronbach alpha for Motivation is 0.932, for Employee Satisfaction 0.740 and for Employee 

Performance 0.901.   

  

Data Analysis  

Overview of the Research Objectives  

This research was done to find two impacts. First was impact of motivation on employee 

performance and the other was impact of employee satisfaction on employee performance.  

  

Findings:  

Results of the statistical analysis are presented in the following table  
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Table 2: Means, Standard Deviations, Correlations, and Reliabilities  

  

   

  

Mean  S.D  5  6  7  

1. Company  

2. Gender  

3. Age  

4. Tenure  

5. Motivation  

6. Employee  

Satisfaction  

7. Employee 

Performance  

2.9091  1.45606        

1.1545  .36313        

2.2273  .88472        

2.8455  1.08523        

3.4945  1.01646  (.932)      

3.2155  .72202  .399**  (.740)    

4.0621  .79270  .485**  .537**  (.901)  

  

an = 110 Cronbach‘s alphas presented in parenthesis. For company 1- Willson pharmaceuticals, 2- 

Shaigan pharmaceuticals, 3- Scotman pharmaceuticals, 4- Werrick pharmaceuticals, 5- Amson 

pharmaceuticals. For coding of Gender 1- Male, 2- Female, 3- Trans Gender. For Age 1—15-25, 

2--- 26-35, 3--- 36-45, 4--- 46-55, 5--- 55 or above. For Job Tenure 1— Nil, 2--- 0-4, 3--- 5-10,4-

- 11-15, 5--- 15+.   
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Table 3: Multiple Regression Results of Motivation and Employee Satisfaction 

on Employee Performance  

  Employee Performance (DV)   

Variables  Β  R²  Adjusted R²  

Motivation   .378**  .235**  .228  

Employee Satisfaction  .589**  .288**  .282  

  

p < .000 (2 tailed), p < .000 (2 tailed)  

  

  

  

  

  

  

  

  

  

  

  

Correlation and Regression Analysis:  

We collected data for three variables; i.e. Motivation, Employee Satisfaction, Employee 

Performance. In which demographic variables are gender, age, tenure, and pharmaceutical firms 
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from which the employees belonged from 110 respondents in only once. Table 2 describes 

Cronbach‘s alpha, means, standard deviation, and correlation. Table 3 presents simple linear 

regression. H1 is confirmed Motivation is positively correlated with Employee Performance (r = 

.485, p < .000) and have a significant of (β =.378, R²= .235, p < .000). H2 is confirmed Employee 

Satisfaction is positively correlated with Employee Performance (r = .537, p < .000) and have a significant 

of (β = .589, R²= .288, p < .000).  

  

  

Discussion H¹:  

 H1 is confirmed after the results from the data analysis. Motivation is positively correlated with 

employee performance. Motivation can make things possible. Employees who are self motivated 

can do better than those who are not. Rather than this motivation can be created within a person 

by many ways. Such as (Maslow, 1943) explains in his hierarchy of needs motivation increases 

when the basic needs (Psychological and safety needs) of humans are met and motivation gets 

lower when growth needs (Love, belongingness, esteem and self actualization needs) are met. An 

employee wants to work more efficiently and effectively when is motivated by the superiors and 

is appreciated for that.   

H²:  

H2 is confirmed by the data analysis done. Employee satisfaction is positively correlated with 

Employee Performance. A satisfied employee can perform better than the employees who are not 

satisfied with the job or the organization. Apart from this a satisfied employee pays more attention 

to the given task as it not only meets the set target but also achieve his own personal goals and 

objectives. In expectancy theory (Vroom, 1964) employee satisfaction is elaborated as expecting 

the desired results after doing a job. An employee feels satisfied if the results are according to his 

expectations.  

Managerial Implications:  
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So many theories are presented for people who are holding the authority to lead others and make 

them follow them. Managers of any aspect of life need to ensure that people working under their 

command are happy and satisfied with them. Setting objectives is not enough, telling them and 

leading them to achieve it is also necessary. Managers should use motivation techniques for their 

sub ordinates to make an environment of trust, faith and honesty. Motivation is very important for 

anyone who wants or is wanted to achieve something. Because it is the internal force that drives a 

person to get to reach the set goal. However talking about the implications for managers in the 

organization, the need of the day is to motivate their employees by giving small favors, incentives, 

appreciation or even a small word of praise. A motivated employee will automatically put all his 

efforts to give the best results. Motivation will raise interest of employees for organization and 

they tend to perform more efficiently (Knippenberg, 2000). Also satisfaction within the 

organization is important; having a peaceful environment and a slightly polite management can be 

a good impact on employee‘s self esteem. Satisfied employees give their best performance to 

increase the name of organization (Shmailan, 2016). All these mix up and make an employee‘s 

performance right up to the expectations.  

Limitations and Future Research:   

  

This research is done on a limited sample and the generalization factor was not properly met. Due 

to lack of time and resources we have only researched on the pharmaceuticals in twin cities 

(Rawalpindi, Islamabad). Therefore we recommend people citing this literature to do research on 

the population of pharmaceuticals present in Pakistan. A wide range is needed to be study in this 

sector which will prove the results even better. Population was not fully covered so it has to be 

done in the future to actualize the impacts of these variables on this sector.   

Conclusion:  

On concluding this research we have come to the results that motivating employees can make them 

better ones. Similarly when employee feels satisfied with the job he will continue to give excellent 

performance on job. Employees are treated as families by the organizations because they are the 

one who will stand by the side of the company in the very first place. Good and loyal employees 
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make the business not only grow but also keep it cover at the time of a disaster or a fall. 

Organizations should pay attention to keep employees feel special and important not just for the 

sake of their business but to make them an asset which will be proved when the time comes. Many 

researchers have been done for teaching several techniques to the top management how to treat 

their employees. Among all motivation and satisfaction are the key components which can lead 

employees perform better and ultimately making the business successful. Keeping in mind the 

importance of employee‘s management should chose ways to motivate their employees leading 

them towards satisfaction and bring out the best in them.  
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