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Abstract

The study on job satisfaction among academic staff at Public Universities in Terengganu is aimed at identifying the level and factors
towards their job satisfaction while serving at public universities. This study involved 298 respondents voluntarily. The
characteristics of the collected respondents’ demographic variables are divided into 9 sections consisting of gender, age, level of
education, position of status, service period, position, and other positions within the department. The involved respondents are based
on the different levels of academic staff ranging from Assistant Lecturer, Lecturer, Senior Lecturer, Associate Professor, and
Professor. Among these respondents were those holding various administrative posts such as Central Director, Dean, Deputy Dean
and Head of Department or Head of School. All of the demographic information of these respondents are collected through a survey
distributed to them. The results of this finding have been analysed in the form of tables based on the number and percentage of

respondents.
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1. Introduction

The study on job satisfaction among academic staff at Terengganu
public universities was involved 298 respondents comprising of
academic staff from three Public Universities in Terengganu:
Universiti Sultan Zainal Abidin, Universiti Malaysia Terengganu
and Universiti  Teknologi MARA, Kuala Terengganu.
Demographic variables such as gender, age, education, level of
post, service period, position and other positions in the department
are presented in table form based on the number and percentage of
respondents.

2. Research Problems

The Ministry of Higher Education recorded a total of 31, 877
academic staff at all Public University in Malaysia. With this
growing number, future academic workforce at the Institute of
Higher Education (IPT) should be prepared to face the challenges
of globalisation, intense competition and the latest technological
changes. Labor in IPT will always face the challenge and be
guided by the country's aspirations as well as the strength of
existing policies [1]. Quality academic staffs at universities are the
most important institution-based factor in determining student
outcomes. Given the role of academic staff is important in
improving the quality of education, the main focus of the Higher
Education Ministry (KPT) is to continue efforts in empowering
the Institute of Higher Education (IPT) [2]. 10 main aspects have
been outlined, one of which is the quality strengthening of
academic staff [1]. In this respect, KPT has taken a thorough study
on the factors that could contribute to the effectiveness of the

academic preparation. The action and planning motion will be set
in 2010 and subsequent years [2].

Low-performance officers indicates that the Annual Performance
Evaluation Report (LNPT) for the Commonwealth Service
Officers and Implementing Group Members (AKP) including
Education Service Officers (PPPs) are housed in cadres ( positions
belonging to a Ministry or Department created by various
Agencies based on its requirements but its filling is done and
controlled by the Head of Service ), loans, transfers and the
equivalent of less than 60% or the Score of the Integrated
Assessment of Education Service Officers (PBPPP) for Education
Service Officers (PPPS) is less than 60%; or Key Performance
Indicator (KPI) achievement under the target of the KPI
performance evaluation [3]. In line with the wishes of the
Malaysian Education Development Plan (PPPM) 2013-2025; to
ensure the delivery of educational services are not affected, the
Ministry of Education will take action to certify the termination of
the profession for low- performing officers through procedures
based on the facts of each case [4]. This is in line with Regulation
49, Public Officers (Conduct and Discipline) Regulations 1993
(PU (A) 395/1993) which is after the Government takes the
performance, conduct, usefulness of officers to service, the terms
of service and all other matters determined by the Government
into consideration [4].

Considerations are also made in implementing this policy, whether
the disciplinary action is more appropriate to be taken on an
officer based on misconduct or through the Exit Policy. According
to this circular, officers who are currently under disciplinary
action proceedings and low scores (59.99% and below) of the
implementation of the Exit Policy shall be conducted on the
officer in view of any action made under the Circular (Circular
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No. 7/2015). It does not prevent the Disciplinary Authority from
taking any disciplinary action or surcharge on such officer [5].

The implementation of this separation policy will be able to
maintain a committed and high performing civil servant to enable
education services improve its service quality and competitiveness
in facing the current environmental challenges to meet with the
requirements of the Malaysia Education Development Plan
(PPPM) 2013-2025 [4]. Exit Policy introduced through the 11th
Malaysia Plan (RMK-11) is aimed at rationalising the public
sector and justifying the size of public civil service in the
organization. However, this policy is not intended to reduce the
workforce in the organisation, but to ensure civil servants remain
competent in carrying out their duties in the department [5].

At the Public University, various efforts are undertaken by the
administration of the university's management body to meet the
satisfaction of its employees and ensure that the academic
workforce continues to be competent and strives to improve its
performance. However, there is still conflict among workers such
as young academicians and senior academic staffs on issues of job
dissatisfaction [6]. Among them are the opportunity to attend
training programs and courses, the opportunity to pursue higher
education at home or abroad, promotional opportunities as well as
other facilities provided such as medical facilities and vehicle
loans [7]. However, whether this incentive affects job satisfaction
among academicians is still a problem.

In addition, wage issues are also one of the causes of
dissatisfaction with academic work. The Public Service
Department (PSD) stated that it will review all issues relating to
the allegations of 35,000 academic public academic staff not
renewed for the last 15 years in a press statement [7]. Malaysian
Academic Association of Malaysia (MAAC) President Prof.
Datuk Dr Mohd Idrus Mohd Masirin claims that academic staff is
less attentive than teachers who often enjoy new incentives [8]. He
also noted that the quality of academic services was feared to be
affected when the service schemes and salaries had not changed
over the last 15 years, and were lagging behind other civil servants
[8]. In [9] stated in his theory that job satisfaction is the positive
attitude and feeling that employees have on their work. This job
satisfaction depends on several factors and varies greatly between
one employee and another. The measurement of the level and the
job satisfaction factor in this study was based on the Job
Descriptive Index (JDI) instrument established by [10]’s work and
was modified for local use. This study will try to identify the level
and relationship between job satisfaction factors as stated in JDI
such as working conditions, promotional opportunities, salaries,
supervision and colleagues with job satisfaction at academic staff
at Public University. This study will also identify the demographic
characteristics of workers such as gender, age, marital status and
length of service, rank and salary.

3. Research Questions

The research questions are as follows:

i. What are the demographic characteristics such as gender, age,
marital status, length of service, rank and academic salary in
Public University?

ii. To what extent is the level of job satisfaction among academic
staffs at Public University?

4. Hypothetical Studies

The hypotheses to be tested in this study are based on questions
and objectives of the study. The hypotheses are as follows:

H1: The academic practitioners’ satisfaction at Public University
is at a high level.

H2: There is a significant relationship between working
atmosphere, promotional opportunities, salary, supervision, and
colleagues with the satisfaction of academic staffs of the Public
University.

5. Instruments

This study uses questionnaires divided into three sections, part A
involving respondents’ demographic information, part B questions
on the level of job satisfaction self-developed by the researcher
and part C comprises of questionnaires related to job satisfaction
factors that were translated from' Job Descriptive Index '(JDI) by
Smith, Kendall and Hulin (1969), based on Herzberg Two Factors
Theory [11].

Information from part A comprised of 8 characteristics of the
respondents’ demographic. This includes gender, age, marital
status, educational information, status of position, service period,
rank and salary. Meanwhile, part B discusses on the level of job
satisfaction and have provided 10 questions and uses 5 points of
the Likert scale which is ‘very disagreeable’, ‘disagreeable’,
‘uncertain’, ‘agreeable’ and ‘strongly agreed’. For part C, the
question consists of a breakdown of job satisfaction factors
translated from 'Job Descriptive Index' (JDI) by [11] which
include factors of working environment, promotional
opportunities, salaries, supervision and co-workers. The
questionnaire also uses 5 points of the Likert scale which is very
‘disagreeable’, ‘disagreeable’, ‘uncertain’, ‘agreeable’ and
‘strongly agreed’.

6. Results and Discussion

6.1. Sample Profile by Gender

The information in Table 1 shows the sample profiles by gender.
Of the 298 respondents involved in this study, 118 persons or 39.6
percent were male, while 180 or 60.4 percent were female. This
shows that the number of respondents from women is more than
the male respondents in this study.

Table 1: Sample Profile by gender

Quantity Percentage
Men 118 39.6
Women 180 60.4
Total 298 100.0

Several studies on gender factors and job satisfaction from
previous researchers had obtained different findings. In [12] found
that job satisfaction between men and women does not differ
much. While, the study by [13] identified that there was no
significant difference between male and female teachers in
relation to job satisfaction.

On the other hand, the findings from [14] show that female
employees experience higher levels of job satisfaction than men.
While, the research by [13] had found no significant difference
between male and female teachers in relation to job satisfaction.
Further analysis on relationships between gender and work
productivity had identified that men (58.7%) were more
productive than women [15].

Through the Women, Family and Community Statistics Report,
20186, the ratio of the people working in the professional sector by
gender is 7.4% male: 15.3% female. This indicates more women
employees in the professional field than male employees. Below is
the schedule of Academic Power at Public University from 2013 -
2015 released by [16].

Table 2: Number of academic staffs at public universities from 2014 — 2015

Year 2014 2015
Gender Professor Associate Professor Lecturer Professor Associate Professor Lecturer
Men 1668 2562 9457 1561 2172 9542
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Women 623 1926 12608 639 1578 12833
Total 2291 4488 22065 2200 3750 22375
% of women From total 271.2% 42.9% 57.1% 29.0% 42.1% 57.4%

6.2. Sample Profile by Age

According to the age profile, 18 respondents (6.0%) were 20-30
years old, 121 people (40.6%) were 31-40 years old, 112 people
(37.6%) were 41-50 years old, while 43 persons (14.4%) aged 51-
60, and 4 persons (1.3%) are more than 61 years old.

Table 3: Sample Profile by Age

Quantity Percentage
20-30 years 18 6.0
31-40 years 121 40.6
41-50 years 112 37.6
51-60 years 43 14.4
61 years and above 4 1.3
Total 298 100.0

In terms of sample profiles according to age, there are also
respondents aged 61 years and above have passed the compulsory
retirement age. These are the academic classes who continue to be
given the opportunity to serve on the basis of their expertise.

The research findings by [13] show that age is positively
associated with job satisfaction. The findings of this study
conclude that veteran employees can adapt to the needs of the
work as compared to young employees. This makes them more
satisfied than the young employees [13].

The findings of the study conducted by [17] has found that the
lecturers aged from 30 to 39 years (48.4%) were the most
productive compared to other lecturers. While the majority of
lecturers aged from 20 to 29 years old are unproductive at work
(51.3%) [18].

According to [19], managing aged and senior employees require a
humanistic approach to their achievement and commitment for
them to be sustained. Among them are open communication
systems so that all ideas, views, directions, changes, strategies and
organisational plans can be shared.

6.3. Sample Profile by Education Level

Referring to Table 5, it can be seen that the majority from the
highest level of respondents are Ph.D. Doctors which are 135
persons (45.3%). Followed by a total of 124 (41.6%) Masters, 37
(12.4%) Degrees and 2 (0.7%) others.

Table 4: Sample Profile by Education Level

Employees with higher education level will have more career
options and will have the opportunity to earn higher wages [22].
Investment in self-development such as education and training has
been the most consistent determinant of career success for an
individual [23].

Continuous research has consistently found a positive relationship
between the level of education and career success. For example,
studies conducted by some experts in the field related to career
exposure also explains the positive relationship between career
success and education level [23]. They find that one's level of
education can increase individual income [23].

Recent studies have also shown a positive impact on education
levels on salaries and promotion [21].

Education level can also affect the individual's belief in identity
and self-worth [20]. From these studies, it is clear that the level of
education affects one's work quality. The knowledge and skills
acquired through education will lead a person to believe that they
are more valuable in the workplace. Hence it is expected that
having a high level of education will lead to the success of
academic career at university [24].

The Malaysian government has focused on efforts to improve the
quality of academic staffs. One of the government's efforts is to
set 75% of the academic staff of the university to have a Doctorate
in Philosophy (PhD). As a first step, the government has set 60%
of academic staff to have a Doctorate in PhD in 2010 [4].

But by 2010, only 49.1% of academicians in all university studies
have a degree. This is a challenge for Malaysian research
universities in bringing the nation to the center of excellence in
knowledge in Southeast Asia. Furthermore, the success of
obtaining the highest degree of Doctorate in Philosophy (PhD) is
an important determinant to the success of academic career [25].
Therefore, those who undergo the process of study for the
Doctorate of Philosophy (PhD) level have a higher level of career
success as they have a strong formal research base [26].

6.4. Sample Profile by Position

For the job profile, the majority of the respondents involved were
from Lecturers with 97 (32.6%). Followed by a total of 92 people
(30.9%) from the Senior Lecturer, a total of 34 people (11.4%)
from Assistant Lecturer, 30 (10.1%) from Lecturers, 20 (6.7%)
from Associate Professor, 14 %) from the Professor, and 11
(3.7%) from others.

Quantity Percentage
Degree 37 124
Masters 124 41.6 Table 6: Sample Profile by Position
Ph.D 135 45.3 Quantity Percentage
Others 2 0.7 Tutor 30 10.1
Total 298 100.0 Assistant Tutor 34 11.4
Lecturer 97 32.6
In this study, the respondents' profile is according to the level of Assistant Lecture 92 30.9
education which include the Bachelor's Degree, Master's Degree, Associate Professor 20 6.7
Doctorate Degree and others. Education level can also affect the Prg{ﬁzsror i‘l‘ g;
individual's belief in identity and self-worth [20]. Recent studies Toh] o 0

have also shown the positive impact of education on salary and
promotion [21].

The following table shows the number of academic staff according
to the level of education up to 2015 released by Higher Education
Statistics: Ministry of Higher Education [4].

Table 5: Number of academic staff by educational level up to 2015

Level of Education Staff Total
Men Men
Doctorate Degree 7,494 6,431 13,925
Master Degree 6,168 9,131 15,299
Bachelor Degree 970 1,420 2,390
Diploma 75 34 109
Other 89 65 154

For the profile of respondents, seven types of posts have been
classified as Tutor, Assistant Tutor, Lecturers, Senior Lecturers,
Associate Professors, Professors and others such as academic
staffs. Based on the findings, the majority of the respondents
involved were Lecturers with a total of 97 (32.6%).

According to the statistical report by the Department of National
Statistics: The Ministry of Higher Education 2014 [27] data shows
that the academic staffs at public universities in three universities
are selected as a study based on the following table:
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