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ABSTRACT 

 
Satisfaction at the workplace is naturally associated with working conditions. In response to the above subject matter particularly on 

teachers, working conditions are often associated with the following factors, and have been discussed in turn; Employment status and job 
security, workload, staff support and teaching aids, salaries and non-monetary rewards, opportunities for professional development, quality 
of facilities and material condition, flexibility to take temporary leaves, social security benefits, health and safety, opportunity for 
collaboration and decision-making. All the changes that have affected higher education systems in the last three decades around the world 
have inevitably impacted the working and living conditions of academicians. This research study was carried out to: (1) measure levels of 
job satisfaction among academic staff and every factor included such as promotion, work condition, workload and recognition (2) examine 
the relationship between factors on job satisfaction among the academic staff in different institutions and (3) prepare recommendation to 
increase job satisfaction among the academic staff in education institution.  This finding was achieved through the use of questionnaires 
distributed among 78 academic respondent’s working in UiTM Mukah, PPKS, GiatMara and a school in Mukah town. The survey data 
was analysed using SPSS 21 (statistical package for social sciences) comprises of reliability test, descriptive statistic and correlations 
analysis. Out of 78 samples, the majority of our respondents were male (51.3%) while the rest of another 38 or (48.7%) were female, and 
48 (61.5%) respondent were married and the other 30 (38.5%) respondents were still single. Result from the descriptive analysis shows a 
moderately high level of job satisfaction among academic staff in Mukah Sarawak. Promotion was ranked as the highest and workload was 
ranked as the lowest of the examined items. There are significant relationship between factors including promotion, working condition, 
workload and recognition.  Workload does not significantly correlates with job satisfaction among the academician at all. Hence the result 
from this study we can see the quality of education system use in that particular institution, and matters like whether the staffs has the 
interest to be an educator and to know about career opportunities as educator by considering the factor studied. 
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INTRODUCTION 

 
The relationship between the individual and the 

factors determining job satisfaction has been 
extensively researched in many developed countries. 
Staples et al. suggest that the reason for this interest 
is that work takes up such a significant amount of a 
person’s life, and by increasing an individual’s 
overall satisfaction with his or her work life 

improves the overall well-being of the individual, the 
organization, and the society where both the 
individual and the organization reside.  

The period after the year 2000 up to the present 
is a period of a number of dramatic changes in the 
character and functions of higher education in 
Malaysia, in tandem with changes taking place 
around the region.  These changes are partly in 
response to globalization and the development of 
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knowledge-based economy worldwide.   As a result, 
the Private Higher Educational Act 1996, the higher 
education system in Malaysia was amended in 2003 
which subsequently lead to restructuring of private 
IHLs in order to make it more competitive globally.  
Specifically, the amended act provides the provision 
for the establishment and upgrading of private 
universities, university colleges and branch campuses 
of foreign universities in Malaysia, which leads to a 
steady increase in the number of foreign students 
enrolled.  This period is also associated with the 
liberalization of education in Malaysia.  

Recognizing the importance of higher education 
and its contribution to the economy, Malaysia 
identified it as one of the services sub-sectors for 
further growth and development in the Industrial 
Master Plan 3 (IMP3) for the period of 2006-2020.  
This achievement is not free of challenges that need 
to be addressed by the relevant ministry and agencies 
under it. This research involves academics staff 
working in UiTM Mukah, GiatMara Mukah, PPKS 
and anonymous school in Mukah town.  For 
permanent academic staffs, the tenured professors, it 
can either be perceived as a possibility to do different 
jobs during their career, which may appear attractive, 
or as an increase in the workload and a source of 
stress and burn out. The administrative tasks related 
to teaching and research, especially those caused by 
the development of accountability or the search for 
funding for research projects, are clearly perceived as 
an unavoidable nuisance since they can hardly be 
transferred to administrative staffs.  

For other categories of staffs, on the contrary, 
the evolution leads to a greater specialization which 
implies a reduction in the variety of tasks and 
growing monotony of work. Workload, the size of a 
class will determine whether the teacher can attend to 
each student equally, referring to workloads of 
academics by Altbach in his studies of challenges of 
academic profession in developing countries, he 
documented that, apart from basic teaching, 
consulting, extra instruction related to revenue-
generating and extra-mural service forms part of 
academic workload. In deciding on what constitute 
academic workload, the above elements need to be 
harmonized in order to give a clear picture of what 
constitutes workload for academicians in higher 
education institutions. Other matters like supporting 
staffs and teaching aids are essential to create 
favorable working conditions for academicians and 
to allow them to concentrate on their core 
professional activities such as teaching and 
researching, management of higher institutions must 
provide them with support staffs to perform the non-
teaching task assigned to them.  

In this paper, we are going to present our 
research findings about the level of job satisfaction 
factors (promotion, recognition, workload, and 
working condition) among the academic staffs in 
Mukah and also measure the relationship between 

job satisfaction with identified factors. This paper is 
organized as follows. Firstly, it provides an overview 
of relevant literature, followed by description of the 
research design and methodology. Lastly, it presents 
and discusses the research findings, and provides a 
conclusion for the study.  

 
Literature Review: 

Job satisfaction includes not only elements of 
emotion but also cognition and attitude [2]. In 
Pakistan we found six factors that could affect the 
academic staff satisfaction level which are work 
load, salary, promotion opportunities, working 
condition, job security and co-workers. During recent 
years, job satisfaction among academic staff of 
higher public education in Kelantan, Malaysia 
showed that there was negative major connection 
between daily faculty capacity and job satisfaction. 
The institute must reflect upon the capacity of 
workload that is reasonable to determine the 
satisfaction of academic staff [8].  

A case study taken from Nijhof et al. [7], reports 
that a firm for Canadian transport found that the 
employee had an innovative idea that could produce 
a high and positive outcome to the future business. 
The firm then gave recognition and a reward as a 
token of gratitude. Recognition is one of the best 
ways to increase the standards of teaching of the 
educator [4]. In terms of education, the educator can 
prepare well for a class especially with the notes, 
projector, internet, e-learning and attire. Promotion is 
one of the most important aspects in the workplace 
that can affect job satisfaction. There are several 
methods that can be used to promote the 
advancement of employees being either the job 
ladder, occupational re-constructors, research 
management updates, job postings or career ladder 
overview. However, the manager can decide 
promotion through recommendation made by the 
employee’s supervisor, records appraisal, experience, 
company objectives and educational background.  

According to the study made by Baloch [1] it 
was found that academicians are more motivated and 
committed to perform their duties and feel satisfied if 
given the opportunity for a promotion, as a result of 
excellent performance. Santhepparaj & Alam, [10] 
stated that employees’ satisfaction contains a strong 
relationship with the working condition of 
employees. In a survey conducted by Everett [3], 
workplace condition contributed to 37 percent 
overall out of the other six factor, this states that 
every employee has a different outlook/opinion of 
job satisfaction is key to satisfy workplace support, 
job quality and individual variability. Workload is 
also influenced by hierarchy in an organization and 
the type of position held. Any one position of 
responsibility within an organization will probably 
contain a high workload [5,6]. Therefore, to increase 
employee satisfaction, organizations can outsource 
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task and aim to produce high standard work, based 
on procedure and working standards. 

 
Research design and Methodology: 

 
 

Characteristics N (%) 
Institution UItm Mukah 8 10.3 

PPKS Mukah 13 16.7 
Giat Mara Mukah 7 9 
School (anonymous) 50 64.1 

Sex 
Male 40 53.1 
Female 38 48.7 

Status 
Married 48 61.5 
Single 30 38.5 

Age 

Less than 25 years old 15 19.2 
26-35 years old 28 35.9 
36 until 45 years 29 37.2 
Above 46 years 6 7.7 

 
This study deployed a survey method to obtain 

its data. The questionnaire instrument contained two 
sections. The first section focused on obtaining the 
respondents’ demographic profiles such as 
institution, age, gender, status, salary, education 
level, and length of services.  The second section 
consists of 27 items focusing on job satisfaction, 
promotion, recognition, workload and working 
condition.   

For these 27 statements, a five-points Likert 
scale of 1 for “strongly disagree” to 5 for “strongly 
agree” was used. The questionnaire was developed in 
English.  The first author personally distributed the 
questionnaires to 85 academic staffs from the total 

off population of 90. This study followed Krajie and 
Morgan (1970) proposed sampling size to obtain the 
target respondents for the survey and utilized a few 
common statistical tools to analyse the data.  

SPSS Version 21 was used for this purpose. The 
reliability tests on the identified variables for this 
study were found to be acceptable and highly reliable 
as the Cronbach’s Alpha values for all the variables 
are at 0.930, which is above the reliable level of 0.60. 
 

RESULTS AND DISCUSSION 
 

4.1 Respondents’ Demographic Profiles: 

 
Table 1: Respondents’ Demographic Profiles 

Salary 

Below Rm2500.00 27 34.6 
RM2501 until RM3500.00 25 32.1 
RM3501 until RM4500.00 16 20.5 
above RM4501.00 10 12.8 

Education Level 

Diploma 12 15.4 
Degree 42 53.8 
Master 10 12.8 
PHD 3 3.8 
others 10 12.8 

Length of Svc 

Less than 5 years 30 38.5 
6 to 10 years 30 38.5 
11 until 15 years 10 12.8 
Above 16 years 8 10.3 

 
A total of 78 respondents had participated in the 

survey. The survey response rate is 87%. Table 1 
presents the respondents’ demographic profiles. As 
shown, the majority of our respondents were male 
(51.3%). Female respondents were (48.7%) with 
(61.5%) married and the rest (38.5%) still single.  

Overall, about (36.4%) of the respondents were 
between 36 until 45 years old and about (37.2%) of 
them were reported to have teaching experience of 
less than five years and ten years. Total of (53.8%) 
have their first degree and the remaining (3%) have 
PHD.  

In this study, we further performed descriptive 
test to examine the level of job satisfaction among 
academician in Mukah. Table 2 presents data about 
means and standard deviation values for three 
identified variables in this study, namely: job 
satisfaction; promotion, recognition, work load and 
working condition. Table 3 shows the findings from 
Pearson Correlation to determine the relationship 
between the identified factors. 

 
4.2  Means and Standard Deviation: 
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Table 2: Mean and Standard Deviation (SD) for job satisfaction among lecturers in Mukah, Sarawak, Malaysia 
Item 
 

Mean SD 

Job satisfaction 
I am satisfied with the valuation methods implemented by the organization (SKT). 4.27 0.907 
Salary offered by my organization is affordable. 4.03 0.935 
I am satisfied with promotion methods used by these organizations. 3.98 1.037 
Promotion methods used by the organization in accordance with current requirements.) 3.94 1.040 
I am satisfied with classrooms / labs / workshops provided by the organization. 3.94 1.108 
A facility provided by the organization facilitates the teaching and learning process. 4.02 1.060 
I am satisfied with side task given by management. 3.96 1.490 
Total hours of teaching set by the organization are appropriate. 3.98 1.510 
I am satisfied with the security measures at the workplace. 3.98 1.070 
My work environment is always in a safe condition. 
 

4.12 0.922 

Promotion 
I was given opportunities for promotion based on organizational problem solving. 4.10 0.992 
I was given opportunities for promotion based on performance. 3.97 0.999 
I was given opportunities for promotion based on education level. 4.02 1.029 
I was given opportunities for promotion based on working experience. 3.85 1.159 
I was given opportunities for promotion based on years of service. 
 

3.9 1.169 

Working Condition 
Management offer quality facilities among staff academic. 
 

3.92 1.186 

Staffs academic are provided with adequate teaching aids such as laptop, projector, 
machines, and technical equipment. 

4.05 1.089 

Classroom conditions are comfortable for teaching. 3.98 1.128 
Teaching and learning equipment is enough. 3.79 1.144 
Management has effort to increase the teaching and learning facilities from times to times. 3.96 1.072 
Recognition 
I was given a salary commensurate by management based on the achievement of 
organizational objectives. 

3.54 0.893 

I was given salary that is commensurate to the standard of management education 
qualifications. 

3.64 0.894 

The management gives bonus based on the achievement organizational contribution. 3.63 0.808 
The management recognizes success through the achievement of organization goals. 3.63 0.775 
Workload 
I am teaching hour according the standard by department. 3.58 0.675 
I have a relevant number of students (maximum 40 students) in a course. 3.50 0.785 
Lecturer workload is the same among all lecturers. 3.33 0.878 
I have enough time to implementing the task from time to time. 3.63 0.791 
I was given a salary commensurate by management in accordance with a workload given. 3.67 0.816 

 
As shown in Table 2, the level of job satisfaction 

among the academic staffs in Mukah is moderately 
high, with mean values ranged from 3.50 to 4.49. For 
this category, the highest (mean = is 4.27) which are 
related to satisfy by the evaluation method 
implement by the organization.  

Promotions methods used by the organization 
and classroom/labs/workshop provided by the 
organization both (mean= 3.94) still is moderately 
high. Overall, the majority of the respondents agreed 
with opportunities for promotion based on 
organizational problem solving.  

With regards to promotion, the mean value 
ranged between 3.50 and 4.49 is still considered as 
moderately high. The lowest mean in this category is 
‘I was given opportunities for promotion based on 
working experience’ with the mean of 3.85.   

For Working condition, the highest mean is at 
4.05, whereby academic staffs are provided with 
adequate teaching aids such as laptop, projector, 
machines, and technical equipment’s and so on, with 
the mean of 4.05, and the lowest mean in this 
category is ‘teaching and learning equipment is 
enough’ at only 3.79. ‘I was given salary that is 
commensurate to the standard of management 
education qualifications’ with the mean at 3.64 
contribute to the highest in recognition factor.   

Lastly, for the workload factor, ‘I was given a 
salary commensurate by management in accordance 
with a workload given’ comes out with the mean of 
3.67. 

 
4.3  Pearson Correlation Analysis: 

 
Table 3: Pearson correlation for job satisfaction with identified factor: 

Correlations Coefficient 
Customer Satisfaction Recognition Promotion Working Condition Workload 
Pearson Correlation 0.671 0.690 0.325 0.311 
Sig. (2 tailed 0.000 0.000 0.000 0.006 

Note: Significant value with p ≤ 0.05 
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Preliminary analysis using Pearson Correlation 
Coefficient test, this study found that all the 
identified factors have significant relationship with 
job satisfaction. In this case, Table 3 shows that: 
recognition with job satisfaction has correlation 
coefficient of 0.671 and its p value is smaller than 
0.05; promotion with job satisfaction has correlation 
coefficient of 0.690 and its p value is smaller than 
0.05; and lastly, working condition for customer 
satisfaction utilization has correlation coefficient of 
0.325 and its p value is smaller than 0.05.  

The workload did not significantly correlated 
with job satisfaction with 0.311 and its p value is 
larger than 0.05.  Overall, the outcomes from the 
research clearly revealed that job satisfaction among 
the academicians have significant positive 
relationship toward customers’ satisfaction in 
moderate level. 

 
Conclusion: 

The primary objective of this study was to 
identify the level of job satisfaction factors 
(promotion, workload, recognition and working 
condition) and also to measure the relationship 
between job satisfaction factors among academicians 
in Mukah.  Overall job satisfaction levels among 
them are moderately high which scales from 3.50 and 
4.49. Secondly, Pearson Correlations test result 
shows that only workload did not correlated with job 
satisfaction compare to others. Furthermore, the 
finding also shows that only workload did not 
influence job satisfaction. The Promotion based on 
job performance is found to be very important 
because not everybody who is doing the job will 
produce the same outcomes, hence who really work 
hard will get better points. Unproductive promotion 
decision can increase inefficiency to the company. 
Promoting a wrong person can demand managers’ 
attention and subtract from their overall managing 
time. It can disappoint managers from their 
expectations and decrease the company’s total 
production. Promotion is the legal right of any 
employee working in any organization accordingly to 
the respective organization rules and laws. With the 
promotion salary and grade also increases, in other 
word promotion increase satisfaction of employees. 
There is a positive relation between promotion and 
employees job satisfaction among the university 
teachers of Pakistan [11]. Since the research 
instruments are based on questionnaire, biases might 
have occurred. Some of the questionnaire did not 
return back to the researcher due to time constrains 
and costs. A total up of 90 questionnaire sets 
distributed to respondents among the academicians 
from different education background.  Only 78 
respondents or 87 percent return the questionnaire 

within the allocated time. The institutions should 
work towards reasonable improvement in the 
working conditions of staffs, because this is likely to 
result in more than proportionate levels of job 
satisfaction. The results of this research have 
indicated that the condition plays an important role 
than other factors in terms of favorable working 
conditions that will help attract, recruit and retain 
qualified academicians.  
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