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Abstract

The main problem of this study concerned 

with a the level of job satisfaction of the 

labors in the taxes office in Khartoum state 



as well as the awareness towards the 

monetary incentives and motivation within 

the institution.

However the objectives of this study is to 

measure the job satisfaction level for taxes 

office in Khartoum state labor in job sector 

and measure the monetary incentives and 

motivation, and then examine the 

correlation between those variables.

The most important findings of this study 

are that taxes office in Khartoum state 

labor are fairly satisfied due to the 

availability of an acceptable and active 

reward system, nevertheless they lack the 

moral motivation.

However the study has attained a strong 

correlation between the dependant 

variable (job satisfaction) and the 

independent variable (monetary incentives 

and moral motivation). It also attained a 



degree of decline which reflects a 

statistical effect on the variables of 

monetary incentives and moral motivation 

on the job satisfaction variable.  

 


