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Abstract 
This paper intends to investigate the Secondary school Islamic Studies teachers' motivational 
level and factors that regulate it. The relationship between multiple motivational factors 
which form the 'Hygiene' factors of the Herzberg Two-Factor Theory and their motivational 
level is analyzed. A modified version of The Teacher's Motivation and Job Satisfaction Survey 
is employed in 173 respondents in this quantitative study. It is observed that the Secondary 
school Islamic education teachers' motivational level remains high (min = 4.40). It is also 
discovered that there is a moderate correlation between the Secondary school Islamic 
education teachers' motivational level and the motivational factors (r = 0.345). 'Hygiene' or 
extrinsic factors such as the workplace condition, relationship between coworkers, 
leadership, remuneration, and job security have been found to significantly affect these 
educators' motivational levels. It is believed that this study provides significant insights into 
the Malaysian education system for various stakeholders, particularly in enhancing the 
motivation of the teachers while elevating their professionalism. 
Keywords: Herzberg Two-Factor Theory, motivation, Islamic Studies Teacher. 
 
Introduction 
Teachers are central to the teaching and learning process. Thus, it is believed that they should 
be highly motivated to be involved in this process. This is because the teachers' motivations 
can affect new learning as well as the performance of previously learned skills, strategies, and 
behaviors (Schunk, Pintrich, & Meece, 2008). 
However, teachers’ motivation level could be affected by several factors, especially extrinsic 
factors that come from the outside of the four walls of their classrooms. Among others, 
Rahman (2000); Hong and Ismail (2015) reported that excessive workloads and intolerable 
superiors for instance could halt a teacher’s motivation in completing his or her routines in 
school. An unhappy work environment will be created, and alarmingly teachers will be more 
compelled to abandon the teaching profession (Aziz & Ramli, 2009).  
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Apart from that, Sahhari (2006) disclosed that additional and unnecessary non-teaching 
workloads could affect the quality of the teaching and learning process in the classroom. Not 
only that, but teachers also who are burdened with non-academic tasks and mountains of 
clerical tasks will feel stressed out, and this could further diminish their motivation in 
completing their actual responsibility, which is to teach (Halim, 2013).  To worsen the matter, 
in the context of secondary Islamic Studies teachers, Hassan, Tamuri, Othaman, and Mamat 
(2009) who studied the lecturers of Islamic Studies in local universities warned that when 
these lecturers’ motivational level is low, they will be showing signs of lack of commitment, 
dedication, focus, and ability especially in championing religious matters which should be 
their bread and butter.  
Thus, this paper strives to investigate if and how such extrinsic factors could affect Secondary 
Islamic Studies teachers’ motivation level. These extrinsic factors include their salary and 
fringe benefits, physical work conditions, coworker relationships, supervisor quality, and job 
security. These factors are the dimensions under the ‘Hygiene’ factor as suggested by 
Herzberg (1966) through his Two-Factor Theory. 
Research Questions 

i. What is the motivation level of Secondary Islamic Studies teachers? 
ii. Will there be a significant relationship between the ‘Hygiene’ factors of Herzberg Two-

Factor theory with the motivation level of Secondary Islamic Studies teachers? 
Significance of the study 
This study is significant in helping educational boards, school administrators, and the teachers 
themselves to identify extrinsic factors that could help the teachers in school to be more 
motivated and involved in their careers as educators.  
 
Literature Review 

a) Motivation  
When a person puts effort, takes action, and works towards achieving a certain goal, this 
person could be said to have 'motivation'. Lunenberg and Ornstein (2010) indicated that the 
word 'motivation' is derived from the Latin word 'movere' which means 'to move'. In this 
context, 'motivation' could be defined as the factor that moves a person from his or her 
current situation to another (and usually better) situation. Motivation could also refer to the 
entire class of drives, desires, needs, wishes, and similar forces that compel people to choose 
certain options over others (Maicibi, 2003). Motivation involves internal and external forces 
that influence a person's choice of action, and this is where Herzberg’s Two-Factor Theory 
might come into play. 

 
 

b) Herzberg’s Two-Factor Theory 
Herzberg (1966) developed a theory called Two-Factor Theory. Herzberg believed that 
motivation could be influenced by two factors, which are 'Motivator' factors and 'Hygiene' 
factors. The 'Motivator' factors deal with the intrinsic influences or the content of a job. These 
involve dimensions such as achievement, recognition, the work itself, responsibility, and 
advancement in personal growth.  On the other hand, the 'Hygiene' factors deal with the 
extrinsic influences or the context of a job. These involve aspects like remuneration, working 
conditions, status, the relationship between coworkers, policy, and administration, and job 
security.  
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However, Herzberg argued that meeting individuals’ extrinsic needs would not motivate them 
to make an effort but would merely prevent them from being dissatisfied with their work. He 
later claimed that only when the intrinsic needs are fulfilled that individuals will be motivated. 
Thus, this is why Herzberg's Two-Factor theory, in particular the 'Hygiene' factor, is used as 
the theoretical basis for this research because the researchers intend to gauge the impact of 
these factors on Secondary Islamic Studies teachers' motivation level. In addition, this theory 
was also chosen because it deals directly with the situations at a workplace instead of in 
general situations as championed by Maslow. Even though the majority of the studies on this 
theory focus on job satisfaction, Busatlic and Mujabasic (2018) argued that job satisfaction is 
still a pivot of motivation, thus 'enabling for theories of motivation to be considered as 
theories of job satisfaction [and vice versa]' (p.30). 

 
c) ‘Hygiene’ Factor and motivation level 
i. Motivation Level and Workplace Condition 

Workplace condition is thought to have some impacts on the occupant's motivation level. 
Aris, Talib, Rajak, and Sudar (2011), Shahram, Hamid, and Rahim (2013), Kumar (2014), and 
Arifin (2015) among others indicated that there is a positive relationship between the school 
working environment and the teachers' job satisfaction level. Lin and Liu (2012) in addition 
suggested that the workers who work in a workplace that encourages creativity will be more 
motivated to complete their tasks and participate in their organization. Ariffin (2016) who 
studied teachers' supervision and their motivation level in Malaysia's secondary schools also 
reported that most teachers agreed that a positive work environment in school could 
motivate teachers to do better in their teaching and learning practices.  

 
ii. Motivation Level and Relationship between Coworkers 

It is often claimed that individuals will be more compelled to do things that they like or 
complete their tasks if it provides them with opportunities to connect and work with other 
people. For instance, Alias, Yussof, Mustapha, and Ibrahim (2010) and Omar, Omar, and 
Awang (2016) who conducted interviews with administrators in several Malaysian schools 
disclosed that when there is a strong and positive interpersonal relationship between the 
school's principal and his or her staff and teachers, a positive working environment will be 
created which will then affect the staff's motivation to contribute to the school's achievement 
and success. 

 
Sipon (2010) on the other hand scrutinized teachers' reactions towards stress in their 
workplace. She suggested that the major cause of stress in school is an uncomfortable 
relationship and communication between the teachers and the school administrators. She 
added that when one fails to communicate well with others, there will be misunderstandings, 
refusal to work with others, and retaliations, which will hamper the efforts to achieve the 
school's objectives.  

 
iii. Motivation Level and Leadership 

Leaders should always strive to empower others under their watch.  Sharma (2010) who 
analyzed the preferred leadership qualities among school principals in Malaysia discovered 
that an overwhelming 95% of schoolteachers prefer a principal with a high level of empathy 
as opposed to technical and administration skills. These teachers believe that with empathy, 
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the principal could lead by example and the teachers will be more interested to participate 
and cooperate in school. 

 
Apart from this, Hashim and Ghani (2013) who investigated the impact of school principals' 
emotional intelligence on teachers' motivation suggested that a principal must be able to read 
the emotions of their staff while taking care of their needs in school. A principal is also 
encouraged to cultivate a healthy working relationship in the workplace by becoming a good 
role model for their staff.  Hong and Ismail (2015) seemed to agree with this finding while 
adding that school administrators do play an essential role in increasing teachers' motivation 
levels. 

 
iv. Motivation Level and Remuneration 

Undeniably, remuneration plays a vital role in a person’s motivation at his or her workplace. 
Mustapha and Shahwahid (2014) for example concluded that incentives, perks, rewards, and 
opportunities to continuously develop one’s career have a strong and positive relationship to 
a worker's inclination to stay at an organization. Hashim, Zolkifli, Othman, and Mustapha 
(2016) agreed with this finding as they declared that monetary rewards and benefits are the 
factors that will influence an employee's commitment to his or her organization most.  

 
Earlier, Baharuddin (2003); Hashim and Marappan (2011) also offered a similar finding. 
Baharuddin (2003) observed that teachers will fulfill their tasks to the best of their ability 
when they receive ample rewards and their needs are met. On the other hand, if these 
teachers feel that their effort is not appreciated and the rewards provided to them are 
insufficient, the motivation level will be greatly reduced. 

 
v. Motivation Level and Job Security 

Several studies have attempted to study the relationship between workers' motivation level 
and their job security. Probst (2005) for example has found a relationship between job 
security and a low job satisfaction level. When the workers feel that their job is unsustainable 
and will not be able to guarantee a good life for their family and loved ones, they will start to 
feel dissatisfied with their work. This will further result in a decreasing motivation level among 
workers, which could eventually affect their productivity. 

 
Apart from that, Daud (2010) found that there was a significant but moderate correlation 
between job security and job satisfaction among workers in Malaysia (r=0.475, p<0.01). There 
was also a significant but moderate correlation between job security and these workers’ 
commitment to their work (r=0.458, p<0.01). It could be said that the more they feel that 
their job is secured, the higher their job satisfaction level and commitment to their 
organization will be.  

 
Kwabiah, Hodibert, and Robert (2016) examined the predictability of job security, job 
satisfaction on organizational commitment, and workers' performance. It was reported that 
job satisfaction and job commitment correlated with job performance. Interestingly, job 
security did not show a significant correlation with performance and there was no correlation 
between job security and organizational commitment 
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More recently, Abuhashesh, Al-Dmour, and Masa'deh (2019) investigated factors that could 
have impacted the job satisfaction of Jordanian workers. Among others, they indicated that 
job security has a significant negative impact on the turnover rate, in which when employees 
are assured of job security, they will perform better and remain in the job, thus reducing the 
turnover rate. 
 
Methodology 
A quantitative design was used for this study, in which a survey was conducted through a 
questionnaire. The study was conducted in 29 secondary schools in a district in Perak, a state 
in Malaysia. It involved 173 teachers who teach Islamic studies in these schools. A 
questionnaire was used to collect the data for this study. This questionnaire is divided into 
three different parts, which are:  
 
Section A 
This section deals with the respondents’ demography 
 
Section B 
This section contains items to measure the Secondary Islamic Studies teachers’ motivation 
level. These items were adapted from ‘The Teacher’s Motivation and Job Satisfaction Survey’ 
by Mertler (2001). Mertler (2001) was chosen as an instrument in this study because it fits 
the objective of this study the most. All items were adapted to suit the situation in Malaysia. 
This section has 10 items in which the respondents will state their agreement to a statement 
based on 5-point Likert Scale. (1 – Strongly disagree (SDA); 2: Disagree (DA); 3 – Not Sure (NA); 
4 – Agree (A); 5 – Strongly Agree (SA)) 
 
Section C 
This section covers the 'Hygiene' factors items from Herzberg's Two-Factor Theory. The items 
were adapted from Mohamad and Yaacob (2013), which surveyed the job satisfaction level 
of Special Education teachers in Malaysia. This section has 20 items, with 4 items for each 
aspect of the 'Hygiene' factors of the theory (Items 1 to 4 for 'Workplace Condition', items 5 
to 8 for 'Relationship between Coworkers', items 9 to 12 for 'Leadership', items 13 to 16 for 
'Remuneration', and items 17 to 20 for 'Job Security'. 
 
The Cronbach's Alpha Reliability test was run on all the items from the questionnaire. Table 
3.1 shows the Cronbach's Alpha values for the items representing Motivation Level and 
Herzberg's Hygiene Factor. For the overall Motivation level (10 items), the Cronbach's Alpha 
value is 0.781 and for the overall Herzberg Hygiene Factor, the value is 0.854. As for the 
individual dimensions under Herzberg's Hygiene Factor, the Cronbach's Alpha values range 
from 0.615 to 0.907. In general, this indicates a high level of internal consistency reliability for 
this instrument 
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Results and Discussion 
a) Secondary Islamic Studies Teachers’ Motivation Level 

 
Table 4.1: Secondary Islamic Studies Teachers Motivation Level 

No Statement Min SD Level 

B1 Attend school (except during MC)  4.73 .471 High 
B2 Not go out during working hours 4.60 .636 High 
B3 Strive in completing tasks 4.59 .493 High 
B4 Explore all avenues in solving problems 4.56 .498 High 
B5 Responsible and put effort in completing 

tasks  
4.43 .531 High 

B6 Stay working with MoE  4.43 .771 High 
B7 Tasks given provide high job satisfaction 4.31 .585 High 
B8 Encourage other friends to join the 

profession 
4.27 .691 High 

B9 High work achievement level 4.09 .542 High 
B10 No intention to change workplace 4.01 1.181 High 

 Overall 4.40 .389 High 

(Level: Low = 1.00 – 2.33, Medium = 2.34 – 3.66, High= 3.67 – 5.00) 
 
In this study, the motivation level of Secondary Islamic Studies teachers is measured by 10 
items. Table 4.1 shows that all 10 items produce a high score, such as ‘Islamic Studies teachers 
will come to school unless they are sick or in an unavoidable situation’ (min = 4.73, SD = 0.471); 
‘During the working hours, Islamic Studies teachers will not go out of the school compound 
unless for work reasons’ (min = 4.60, SD = 0.636); ‘Islamic Studies teachers will strive in 
completing their tasks’ (min = 4.59, SD = 0.493); ‘Islamic Studies teachers will explore all 
possible avenues in solving their problems in school’ (min = 4.56, SD = 0.498); dan ‘When they 
are given tasks, Islamic Studies teachers will feel responsible about completing it and will put 
effort into it without delay’  (min = 4.43, SD = 0.531).  
 
This is followed by ‘Islamic Studies teachers will continue to work for the Ministry of Education 
until they retire’ (min = 4.43, SD = 0.771); ‘Tasks given to Islamic Studies teachers provide a 
high job satisfaction level’ (min = 4.31, SD = 0.585); ‘I will encourage other friends to join my 
profession’ (min = 4.27, SD = 0.691); ‘Islamic Studies teachers have a  high work achievement 
level’ (min = 4.09, SD = 0.542); and ‘I have no intention of changing my workplace within the 
next three years’ (min = 4.01, SD = 1.181).  
 
Overall, the motivation level of Secondary Islamic Studies teachers (min = 4.40, SD = 0.389) is 
high. This is consistent with Razab and Othman (2011), Yashak et al. (2020), and Wahab and 
Abdullah (2018) who have suggested that teachers in Malaysia do have a high motivation 
level.  One factor for this is because the Islamic studies teachers have fulfilled their own needs, 
especially in terms of their spiritual needs, in which they are always consistent (istiqamah) in 
doing good deeds. At the same time, they are also aware of their responsibilities towards, 
their God, Holy Prophet, and themselves, which prevent them from conducting untoward 
actions as an educator 
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b) Herzberg’s Hygiene Factor Score 
Table 4.2: Herzberg’s Hygiene Factor Score 

 
Table 4.2 shows that the scores from all dimensions are high (‘Workplace Condition’- min = 
3.79, SD = 0.664; ‘Relationship with Coworkers’- min = 4.27, SD = 0.499;  ‘Leadership’- min = 
4.06, SD = 0.488;  ‘Remuneration’- min = 3.94, SD = 0.713; and  ‘Job Security’- min = 3.99, SD 
= 0.543. ). Overall, the score for the Herzberg’s Hygiene Factor among the Secondary Islamic 
Studies teachers is high (min = 4.01, SP = 0.433). 
 

c) The score for ‘Workplace Condition’ 
Table 4.3: The score for ‘Workplace Condition’ 

(Level: Low = 1.00 – 2.33, Medium = 2.34 – 3.66, High= 3.67 – 5.00) 
 
Table 4.3 shows that three of the items produce a high score while the other one is Moderate. 
Items with a high score are Item C1 ( ‘I have an encouraging workplace in school’, min = 4.00, 
SD = 0.690); Item C2 (‘My workplace is comfortable and cheerful’, min = 3.94, SD = 0.790); and 
Item C3 (‘There appear to be no favoritism and discrimination towards Islamic Studies 
teachers in my workplace’, min = 3.73, SD = 0.875). On the other hand, the item with a 
Moderate score is Item C4 (‘My workplace provides ample materials and equipment for 
Islamic Studies teachers’, min = 3.48, SD = 0.938). Overall, the score for the ‘Workplace 
Condition’ dimension among the Secondary Islamic Studies teachers is high (min = 3.79, SD = 
0.664)  
 
 
 
 
 
 
 
 

Dimension Min SD Level 

Workplace Condition 3.79 .664 High 
Relationship with Coworkers 4.27 .499 High 
Leadership 4.06 .488 High 
Remuneration 3.94 .713 High 
Job Security 3.99 .543 High 

Overall (Herzberg’s Hygiene Factors) 4.01 .433 High 

No Statement Min SD Level 

C1 I have an encouraging workplace in school  4.00 .690 High 
C2 My workplace is comfortable and cheerful 3.94 .790 High 
C3 There appear to be no favoritism and 

discrimination in my workplace 
3.73 .875 High 

C4 My workplace provides ample materials 
and equipment  

3.48 .938 Moderate 

 Overall 3.79 .664 High 
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d) The score for Relationship with Coworkers 
Table 4.4: The score for Relationship with Coworkers 

No Statement Min SD Level 

C5 I maintain a close social 
relationship with my colleagues 

4.36 .620 High 

C6 I work well with my 
colleagues in terms of teaching and 
learning. 

4.29 .665 High 

C7 Other non-teaching staff 
cooperate well with me  

4.26 .607 High 

C8 It is easy for me to 
communicate with the school 
administrators.  

4.17 .629 High 

 Overall 4.27 .499 High 

(Level: Low = 1.00 – 2.33, Medium = 2.34 – 3.66, High= 3.67 – 5.00) 
 
Table 4.4 shows that all four items produce a high score. The items are Item C5 (‘I maintain a 
close social relationship with my colleagues’, min = 4.36, SD = 0.620); Item C6 (‘I work well 
with my colleagues in terms of teaching and learning’, min = 4.29, SD = 0.665); Item C7 (‘Other 
non-teaching staff cooperate well with me’, min = 4.26, SD = 0.607); and Item C8 (‘It is easy 
for me to communicate with the school administrators’, min = 4.17, SD = 0.629). Overall, the 
score for the ‘Relationship with Coworkers’ dimension among the Secondary Islamic Studies 
teachers is high (min = 4.27, SD = 0.499) 
 

e) The score for Leadership 
Table 4.5: The score for Leadership 

(Level: Low = 1.00 – 2.33, Medium = 2.34 – 3.66, High= 3.67 – 5.00) 
 
Table 4.5 shows that all four items produce a high score. The items are Item C9 (‘My principal 
is firm in enforcing work rules’, min = 4.33, SD = 0.518); Item C10 (‘My principal always cares 
about the teachers’ welfare’ min = 4.08, SD = 0.651); Item C11 (‘The teachers are provided 
with clear and detailed instructions on every task’, min = 3.98, SD = 0.642); and Item C12 (‘The 
teachers have a say in making decision about the school policy’, min = 3.84, SP = 0.805). 
Overall, the score for the ‘Leadership’ dimension among the Secondary Islamic Studies 
teachers is high (min = 4.06, SD = 0.488). 

f) The score for Remuneration 

No Statement Min SD Level 

C9 My principal is firm in enforcing work 
rules  

4.33 .518 High 

C10 My principal always cares about the 
teachers’ welfare 

4.08 .651 High 

C11 The teachers are provided with clear and 
detailed instructions on every task  

3.98 .642 High 

C12 The teachers have a say in deciding on 
the school policy 

3.84 .805 High 

 Overall 4.06 .488 High 
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Table 4.6: The score for Remuneration 

No Statement Min SD Level 

C13 Teachers are provided with a fair salary and 
benefit 

4.03 .777 High 

C14 Teachers are provided with the salary and 
benefits that are in line with their 
qualification 

4.02 .839 High 

C15 Teachers can apply for other perks of the 
job such as housing loan and annual leave  

3.94 .815 High 

C16 Teachers are provided with  the salary and 
benefits which are comparable to other 
professions 

3.77 .793 High 

 Overall  3.94 .713 High 

(Level: Low = 1.00 – 2.33, Medium = 2.34 – 3.66, High= 3.67 – 5.00) 
 
Table 4.6 shows that all four items produce a high score. The items are Item C13 (‘Teachers 
are provided with a fair salary and benefit’, min = 4.03, SD = 0.777); Item C14 (‘Teachers are 
provided with the salary and benefits that are in line with their qualification’, min = 4.02, SD = 
0.839); Item C15 (‘Teachers can apply for other perks of the job such as housing loan and 
annual leave’, min = 3.94, SD = 0.815) and Item C16 (‘Teachers are provided with the salary 
and benefits which are comparable to other professions’, min = 3.77, SP = 0.793). Overall, the 
score for the ‘Remuneration’ dimension among the Secondary Islamic Studies teachers is high 
(min = 3.94, SP = 0.713). 
 

g) The score for Job Security 
Table 4.7: The score for Job Security 

No Statement Min SD Level 

C17 This work can provide a good life for my 
family and me  

4.26 .644 High 

C18 This work can guarantee a good life for me 
when I am old 

4.24 .655 High 

C19 It is impossible for me to be transferred to 
another school without a valid reason 

4.02 .770 High 

C20 I still receive my pay even though I am not 
doing a good work 

3.44 1.053 Moderate 

 Overall  3.94 .713 High 

(Level: Low = 1.00 – 2.33, Medium = 2.34 – 3.66, High= 3.67 – 5.00) 
 
Table 4.7 shows that three of the items produce a high score while the other one is Moderate. 
Items with a high score are Item C17 (‘This work can provide a good life for my family and me’, 
min = 4.26, SD = 0.644); Item C18 (‘This work can guarantee a good life for me when I am old’, 
min = 4.24, SD = 0.655); and Item C19 (‘It is impossible for me to be transferred to another 
school without a valid reason’, min = 4.02, SD = 0.770). On the other hand, the item with a 
Moderate score is Item C20 (‘I still receive my pay even though I am not doing a good work’, 
min = 3.44, SD = 1.053). Overall, the score for the ‘Job Security’ dimension among the 
Secondary Islamic Studies teachers is high (min = 3.99, SP = 0.543). 

h) Relationship between Herzberg’s Hygiene Factor and Secondary Islamic Studies 
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Teachers’ Motivation Level 
Table 4.8: Relationship between Herzberg’s Hygiene Factor and Secondary Islamic 
Studies Teachers’ Motivation Level 
 
 
 
 
As can be seen from Table 4.8, the correlation value between Herzberg's Hygiene Factor and 
the Secondary Islamic Studies teachers' motivation level is r = 0.345, p < 0.01. This shows a 
significant relationship.  However, the r-value (r = 0.345) only indicates a weak relationship 
between Herzberg's Hygiene Factor and the Secondary Islamic Studies teachers' motivation 
level. In a way, this mirrors what Herzberg (1966) indicated earlier that the aforementioned 
‘Hygiene’ or external forces to a job would not make individuals to be more motivated; it will 
only merely prevent them from feeling more dissatisfied with their work. 
 

i) Relationship between Herzberg’s Hygiene Factor and Secondary Islamic Studies 
Teachers’ Motivation Level by dimension 

 
Table 4.9: Relationship between different dimensions of Herzberg's Hygiene Factor 

with Secondary Islamic Studies teachers' motivation level 

 

 Herzberg’s Hygiene Factor 

Workplace 
Condition 

Relationship 
between 
Coworkers 

Leadership Remuneration  
Job 
Security 

Motivation 
Level 

.165 .311 .254 .361 .186 

* p < 0.01 
 
If we look at the relationship between different dimensions of Herzberg's Hygiene Factor with 
the Secondary Islamic Studies teachers' motivation level as shown in Table 4.9, two 
dimensions of the Factor which are 'Remuneration' (r = 0.361) and 'Relationship between 
Coworkers' (r = 0.311) demonstrate a moderate relationship with the Secondary Islamic 
Studies teachers' motivation level. 
 
On the other hand, three other dimensions which are 'Leadership' (r = 0.254), 'Job Security' 
(r= 0.186), and 'Workplace Condition' (r= 0.165) imply a weak relationship with the Secondary 
Islamic Studies teachers' motivation level. Nevertheless, the relationship for all dimensions 
remains positive and significant. 
 
These findings are indeed supported by several other studies. For instance, in terms of the 
'Relationship with Coworkers' and 'Leadership' dimensions, Mukhtar (2008) concluded that a 
healthy interpersonal relationship between the school administrators and the teachers will 
establish a good sense of togetherness in school, which in turn will motivate the teachers to 
do and achieve more. When their motivation is high, the stress in the workplace can be 
avoided and this, in turn, will make the school a fun and comfortable place to work. This 
finding is further supported by Abdul (2014), Abdullah (2014), and Hong and Ismail (2015), in 

 Herzberg’s Hygiene Factor 

Motivation Level .345** 
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which they asserted that constant positive encouragement from the school administrators 
plays a vital role in the teachers' job satisfaction and motivation level. 
 
With regards to the 'Job Security' and 'Remuneration' dimensions, Zin, Pangil, and Othman 
(2012) suggested that when a worker feels that their job is secured, he or she will have a 
better motivation to work and a higher intention to continue staying at a workplace. Apart 
from that, Mustapha and Shahwahid (2014) reported that there is a positive relationship 
between rewards and one’s intention to continue working in an organization. In addition, 
Razak (2006); Taat et al (2012); Ariffin (2016) hinted that a harmonious and comfortable 
workplace condition could influence the teachers’ motivation level. 
 
Conclusion 
In conclusion, the Secondary school Islamic education teachers do possess a high level of 
motivation.  Their scores for the multiple dimensions of the Herzberg's Hygiene Factor such 
as ‘Workplace Condition’, ‘Relationship with Coworkers’, ‘Leadership’, ‘Remuneration’, and 
‘Job Security’ are also high. Even though the finding of this study indicates a weak relationship 
between their motivation level and the dimensions, the ‘’Hygiene’ factors still significantly 
contribute to the teachers’ drive to work and blossom in their career. 
 
It is hoped that multiple stakeholders such as the Ministry of Education, Teachers Education 
Institute, Islamic Education Division, State Education Department, District Education Office, 
school administrators, and most importantly the teachers themselves will be aware of these 
factors and work hand in hand to ensure that these factors are optimized fully in under their 
jurisdiction. They, for example, could plan for additional training, incentives, and support to 
further heighten the teachers' motivation and morale.  
 
The teachers themselves on the other hand must also be aware of the factors that could 
motivate or demotivate them and strive to work on those factors within themselves first. 
After all, according to Holy Quran, ‘God does not change the condition of a people unless they 
change what is in themselves first’ (Ar Ra’d, 13:11). 
 
Perhaps the study could be expanded to other districts or states in Malaysia. In addition. it 
could be replicated in the future across multiple types of Secondary Schools in Malaysia. 
Finally, since this study exclusively uses a quantitative method that provides only a general 
view of a situation, perhaps it is best if a qualitative aspect through interviews or observations 
could be included in any future study. 
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