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ABSTRACT 

 

Job satisfaction has been an increasingly researched field of study since the past 

research shown the important to the organization as a whole. Despite the increase 

in attention given to the study of workplace satisfaction, there is still question on 

the relationship and affects to the satisfaction. This study tries to identify the 

relationship between the salary, job stress, career promotion and working 

environment in the academic community towards job satisfaction of the lecturers. 

The current research has been conducted among 226 lecturers in Universiti Utara 

Malaysia (UUM). A questionnaire survey based research was used to collect data 

and analyzed using Pearson correlation and linear regression to identify the 

relationship and test the hypothesis. The findings of this study indicate, that there 

is a significant and positive relationship between salary, job stress, career 

promotion, working environment and job satisfaction. Job stress was found to be 

not significant in affecting the job satisfaction of lecturers. 

 

Keywords: Job Satisfaction, Salary, Job Stress, Career Promotion and Working 

Environment  
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ABSTRAK 

 

Kepuasan kerja dalam organisasi merupakan satu bidang kajian yang telah dikaji 

secara mendalam dan kajian-kajian lalu memberi keutamaan kepada bidang ini 

secara berterusan. Di sebalik peningkatan dalam perhatian yang diberikan kepada 

kajian kepuasan di tempat kerja , masih terdapat persoalan dalam perhubungan 

dan kesan dengan kepuasan kerja. Kajian ini cuba untuk mengenal pasti 

hubungan antara gaji, tekanan kerja, kenaikan pangkat dan persekitaran kerja 

dalam komuniti akademik terhadap kepuasan organisasi. Kajian ini telah 

dijalankan di kalangan 316 pensyarah di Universiti Utara Malaysia (UUM).  

Kajian ini dijalankan menggunakan tinjauan soal selidik untuk mengumpul data 

dan dianalisis menggunakan korelasi Pearson dan regresi linear untuk mengenal 

pasti hubungan dan menguji hipotesis. Hasil kajian ini menunjukkan , bahawa 

terdapat hubungan yang signifikan dan positif antara gaji, tekanan kerja, 

kenaikan pangkat, persekitaran kerja dan kepuasan kerja. Tekanan kerja didapati 

tidak signifikan dalam mempengaruhi kepuasan kerja pensyarah. 

 

 

Kata Kunci: Gaji, Tekanan Kerja, Kenaikan Pangkat, Persekitaran Kerja dan 

Kepuasan Kerja 
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CHAPTER ONE 

INTRODUCTION 

 

1.1 Introduction 

This chapter briefly explains the environment of the Malaysian Higher Education system and 

the importance of lecturers’ job satisfactions towards the achievement of the future plan of 

the Ministry of Education. In addition, this chapter also highlights the problem statement of 

the study, research questions, and research objective and also the definition of terms used in 

this study. 

 

1.2 Background of the Study 

For decades, many researchers have examined the topic related to job satisfaction and 

investigate the determinants of job satisfaction that has been reported satisfaction and 

dissatisfaction significantly influence an employee morale, organization productivity, 

commitment to job, absenteeism as well as turnover rates. It was interest and continuing topic 

that studied by many researchers about 5000 reports, articles and publication related to topic 

of job satisfaction (Cranny, Smith, & Stone, 1992).  

Most researchers make an effort to investigate the concept and theories related to job 

satisfaction used in any of the industrial organization, banking sector and institutions of 

higher education. Therefore, it is important for researchers stress on and not to be overlooked 

the topic of job satisfaction among academics institutions of higher education.  
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Many researchers has been focused to identify factor contribute to job satisfaction in the field 

of organizational behavior and human resource management. Other than that, job satisfaction 

has received a considerable attention by the researchers in the field of academic and non 

academics. Similarly, study also focuses on the output of job satisfaction and dissatisfaction 

through measuring the variables of involvement and commitment, absenteeism and turnover 

to show different work related attitudes which emerge from job satisfaction and 

dissatisfaction (Chughtai & Zafar, 2006). 

Job Satisfaction and dissatisfaction not only depends on the nature of the job, it also depend 

on the expectation what’s the job supply to an employee (Hussamu, 2008). Lower 

convenience costs, higher organizational and social intrinsic reward will increase job 

satisfaction (Mulinge and Mullier, 1998; Willem et al., 2007). Job satisfaction is complex 

phenomenon with multi facets (Fisher and Locke, 1992; Xie and Johns, 2000); it is 

influenced by the factors like salary, working environment, promotion, job stress and 

organizational commitment (Lane, Esser, Holte and Anne, 2010; Vidal, Valle and Aragón, 

2007; Fisher and Locke, 1992; Xie and Johns, 2000). 

An educational researchers has been focused on topic job satisfaction due to strong 

correlation between job satisfaction and organizational behavior issues for example 

commitment, absenteeism, turnover, efficiencies and productivity (DeNobile & McCormick, 

2006). Job satisfactions is a general attitude towards one’s job and the degree to which people 

interest on their job and show the satisfied and dissatisfied behavior in working place. A 

person who experienced high level job satisfaction will holds positive feeling while an 

employee who is unhappy will holds negative feeling towards the job.  
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Malaysian context for an education particularly in the current era the Malaysian government 

will give more attention to educational institutions under the plan of Vision 2020 in achieving 

the future economic power, social and developments. Peril & Promise (2000) has argued that 

education play an important role in strengthening the social and economic development for 

enhancing the standard. It is important to take into consideration that structure of the higher 

education programme needs to in line with the educational Malaysia.  

Malaysia take an effort to strengthening the educational system by launching the National 

Higher Education Action Plan 2007-2010 and the National Higher Strategic Plan beyond 

2020 in 2007( Pelan Tindakan Pengajian Tinggi Negara 2007-2010, 2007; Sirat, 2009) where 

emphasized on the particular issues deal with the improvement, enhancing, reinforce and 

increasing the quality of learning. Upgrading and reinforcing the educational system of 

learning in order to increasing the standard and quality of Malaysian human capital (Hussin, 

Yaacob & Ismail, 2008; World Bank/ EPU, 2007).  

Therefore, to achieve the vision 2020 develop Malaysia as develop and advance in education 

sector it is important for all the universities require to involve for transforming and create a 

learning environment with standard and quality to achieve the Vision 2020. The Malaysia 

governments pay attention regarding to the delivery lecturing system and the quality of the 

research such as enhancing the research collaboration, increasing the cultures of performance 

in order to sustain the levels and promoting the research progrmme (EPU, 2010a).  

Consequence of this all the universities, institution of higher education must response to the 

policy change that implement by the government of Malaysia. Malaysia government to make 

sure the effectiveness of the educational institution has been support with financial.  
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Malaysia in the context of developing countries strive to achieve the first world of economy 

nation that expands the educational system in 2020 where contribute to the development 

Malaysia ( Morshidi Sirat, 2009). By implement the plan for attaining the visions The 

Nationla Higher Education Strategic Plan (2007 – 2020) has emphasized on 7 important steps 

strategic for increasing the quantity of Malaysian institution of higher education. These steps 

encompass of increasing the innovation and research, boots up the quality of educational 

institution, improving and enhancing the acquisition of knowledge and learning skills, 

strengthening the learning and teaching delivery system (MOHE, 2007).  

In order for successful in attaining as a regional for institution of higher education of 

Malaysia most importantly the performance system, the fairness of the well being 

administration policy and strategy in UUM have an impact in attaining the goals and 

objectives government. One of the successful steps could be make sure enhance greater 

responsibilities by decrease the rates of absenteeism and turnover among lecturer which can 

have a positive feeling towards job itself where can increasing the level of job satisfaction.  

 

1.3 Problem Statement  

According to Anil Kumar Agnihotri (2013) has reveals the significant of employees job 

satisfaction has to be identified especially in the 21
st
 century which has been widely 

researched where it is interconnected to intention to stay and job performance among 

lecturers in the institute of higher education. Studies have been reported this became a serious 

problem in the management of institution of higher education. Research done by Heller, 

Judge &Watson (2002) also has argued that the positive relationship between high level of 
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job satisfaction lead to employees actively engagement, high commitment and performance 

towards job while negative relationship with low level of job satisfaction lead to stressful 

working environment and feeling of disengagement towards job involve in organization.   

A study of job satisfaction appears to be a widespread for investigate in term of quantitative 

and qualitative studies to identified the determinants cause to the level of satisfaction and 

dissatisfaction among lecturers in order to gain a better understanding. Various previous 

findings on determinants of job satisfaction has been carried out such as working 

environments (Adamson & Nolan 1995), relationship with co-workers as well as supervision 

(Lee, 1998; Aiken 2001), salary and fringe benefits (Price & Wang 2002), promotion and 

career advancement (Tzeng, 2002),  recognition and reward ( Nolan 1995, Lundh 1999), 

organizational policy and administration ( Lee & Jungran 1998; Tzeng, 2002).  

The implementation of ETP (Economic Transformation Programme) launched by Malaysian 

government in the later 2010 with the objective transform Malaysia economic from middle 

income country to high income in order to compete the rapidly changing world economy by 

the year 2020. With the policy as demand by ETP, 3.3 million talented workforces from 

various industries, sectors and organizations needed to be involve fill up those new jobs to 

meet the ETP objective. In the competitive world, it should be taking into consideration that 

the important role of education in producing the quality graduate by enhancing the lecturing 

system for increases the graduate standard quality.       

Academician might suffer from the situation where lead to low satisfaction towards with their 

job due to overwhelming workload consequences of rapidly growth of Malaysian tertiary 

education sector. It is also assert by Idris (2009) rapidly changing world, rapidly growth in 

Malaysian tertiary education sector create the negative environment in increasing stress and 
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pressure among Malaysian public academics. Therefore, this situation might lead to increase 

the turnover and absenteeism rates as well as lower the satisfaction among lecturers.  

The turnover and lecturers withdrawal behavior might have an impact to the institution of 

higher education to attain the goals, it also effect on the objective ETP for producing talented 

workforce where performance lecturer decrease lead to lower satisfaction towards their job. 

These problems have a negative impact on university, lecturers, graduates as well as the 

Malaysia government policy for shaping the high income class by the year 2020. Therefore, 

this is serious study that the researchers for determined the factors that influence job 

satisfaction among lectures.  

Attempting to identify the causes of UUM lecturers may have an impact on the level of 

satisfaction that situation of satisfaction may lead to increase or decrease productivity, 

performance as well as work attitude. Consequences of this, dissatisfaction of lecturers 

effects on their obligations, performance and duties as well as the university mission and 

vision (Khatibi, Asadi & Hamidi, 2009).     

Its became a serious problem involves employee turnover either in organization nor academic 

institutions ( Mobley, 1982). The implication of the intention of leave of academics emerge 

as phenomenon that should pay attention where will effect on the future generation being 

educated. Thus, the achieving of UUM mission and vision will affected as a result of a 

turnover among lectures due to the situation of low level of satisfaction. According to Evans 

and Olumide- Aluko (2010) also has argued that it’s affected on achieving the goals of the 

education institution consequences of the turnover among academics.  
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The level of job satisfaction influence lecturers’ role in university for increasing the 

university image, lecturers’ commitment and their professional, performance and quality 

standard of the job itself. Effort should be taken in order to create a positive working 

environment for lecturers decrease the feeling of dissatisfaction since the role of 

academicians play an important role in all higher education institutions. Should be taken into 

consideration lecturers’ satisfaction improving the mental and physical well being performing 

their task in order to attain the UUM goals, as stated by Johnes and Taylor (1990) the 

objective of the institution of higher education in the modern world seek to producing quality 

and potential students by providing knowledge through learning experience, increasing the 

academics development and quality of research.  

The understanding regarding UUM lecturers whether is satisfied or dissatisfied in current 

situation can be an important lead to decrease the rates of turnover and absenteeism as well 

retaining potential lecturers. Happiness of lectures associated with job satisfaction where also 

reveals by Okpara, Squillace, Erondu (2005) happiness among lecturers and have a sense of 

loyal to organization are interconnected with level of satisfaction, therefore, factor 

contributing to job satisfaction should be identified.  

Studies done by Hackman and Oldham (1975) higher level of job satisfaction is related to 

decrease rates of absenteeism and turnover. In other word, job satisfaction has an impact on 

the turnover among employee. This problem can be seen as ongoing seriously problem in 

Malaysia from time to time. Studies carried by Maniam (1999) employee turnover rate for 

hotels and resorts is at 9.80 and 10.03%. The turnover among hotel employees effect on the 

labor turnover costs which involvement costs for recruitment, training and development for 

new employees (Wang, 2007).  
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Survey done by Hewitt Associates’ year of 2007, refers to Total Compensation Management 

Survey stated that the average employee turnover in Malaysia is at 18%. In addition, also 

asserts by Goh (2012) period within July 2010 to June 2011 has reported in Sunday Star there 

is an increasing turnover rates among executives for many sectors. Following by turnover 

rates for both manufacturing and non-manufacturing sector are at 18.84% and 22.44% overall 

total of both at 20.88%. Among the highest turnover rate for executive’s which is at 23.8% 

from Basic and Fabricated Metallic Products in manufacturing sector, while the highest rate 

for executives in non-manufacturing sector from IT and Communication at 75.72%.  

The following highest rates for employees consist of profession, consultancy, education and 

training at 29.28% in non-manufacturing sector which including for lectures and 

academician. As mentioned before, in order to attain ETP goal education sector play an 

important for producing talented workforce. From the figure above shows that there is second 

highest turnover among academicians in Malaysia. These results indicate the effects of job 

satisfaction on turnover in Malaysia in teaching profession both are associated. According to 

Wong (1989) stressed that academician’s dissatisfaction has negative relationship on 

turnover, Amah (2009) also asserts that job satisfaction have a significantly related to 

turnover among employees. In other word, turnover has an impact in achieving the ETP goal 

such as lead to employees’ lower commitment and productivity, lower satisfaction towards 

one’s job where can hinder the process of ETP goal in processing for recruits and training for 

the new employees.            

Due to this problem, therefore researcher conducts a study about the factors that influence on 

job satisfaction among lectures in Universiti Utara. This study will clearly explain high 
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satisfaction among employees will reduce the intention to leave (Pierce, Hazel & Mion, 

1996) where ETP goal can be achieve by the year of 2020.   

Table 1.1 below show the average yearly turnover rate of executive.  

Table 1.1: Average Yearly Turnover Rate of Executives 

Average Yearly Turnover Rate Of Executives 

July 2010 – June 2011 By Industry (%) 

Manufacturing Annual Average 

Basic  & Fabricated Metallic Products 23.8% 

Electrical & Electronics 23.04% 

Food & Beverages 17.88% 

Petroleum/ Chemical 7.08% 

Pharmaceutical/ Toiletries/ Non – Metallic/ Mineral 9.6% 

Plastic/ Rubber 19.92% 

Printing/ Publishing/ Paper/ Timber/ Wood Products 11.88% 

Transport/ Machinery Manufacturing 16.68% 

Sub – Total 18.84% 

Non – Manufacturing Annual Average 

Associations/ Societies 33% 

Banking/ Finance/ Insurance 12.12% 

Business Services 15.72% 

Holdings & Investment/ Plantation 17.4% 

Hotel/ Restaurant 32.4% 

IT/ Communication 75.72% 

Medical Services 19.8% 

Professional/ Consultancy/ Education/ Training 29.28% 

Property/ Construction 15.6% 

Transport? Warehouse Services 26.88% 

Wholesale/ Retail/ Trading 18.8% 
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Sub – Total 22.44% 

Total 20.88% 

 

1.4 Research Questions 

The study intends to identify the factors of job satisfaction conducted in UUM among the 

lecturers. As a results, the research attempts to answer the following questions. 

 

1. Does salary have a relationship with job satisfaction? 

2. Does job stress have a relationship with job satisfaction? 

3. Does promotion have a relationship with job satisfaction? 

4. Does working environment have a relationship with job satisfaction?  

5. To what extent does salary influence job satisfaction of lectures? 

6. To what extent does job stress influence job satisfaction of lecturers? 

7. To what extent does promotion influence job satisfaction of lecturers? 

8. To what extent does working environment influence job satisfaction of lecturers? 

1.5 Research Objectives 

The broad aim of this research is to examine the factors of job satisfaction of UUM lecturers. 

Specifically the study is expected to determine: 

1. The relationship between salary and job satisfaction of UUM lecturers. 

2. The relationship between job stress and job satisfaction of UUM lectures. 

3. The relationship between promotion and job satisfaction of UUM lectures. 
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4. The relationship between working environment and job satisfaction of UUM 

lecturers. 

5. The influence of salary to job satisfaction among UUM lectures. 

6. The influence of job stress to job satisfaction among UUM lectures. 

7. The influence of promotion to job satisfaction among UUM lectures. 

8. The influence of working environment to job satisfaction among UUM 

lectures. 

 

1.6 Significance of Study 

Significant of this study would increase the understanding of the relationship between the 

salary, job stress, promotion, working environment and the job satisfaction among the 

lectures of UUM.  

Specifically this study would attempted to provide a practical understanding on the current 

situation in UUM, and would give a better picture of the changes needed to be done as to stay 

on track towards achieving the objective and goals of the university to be a research 

university. The recommendations of this study would help the management to enhance the 

job satisfaction among lecturers to increase and sustain the organizational commitment of the 

academic work force of the institution.  
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1.7 Organization of the Chapters 

Chapter 1 briefly explained a brief introduction, background, and the study’s research 

problem. It then outlines the research questions, objectives, followed by the definition of key 

terms and finally, it will present the structure of this research. 

Chapter 2 contains the details review of past studies which are related to this research. The 

review which be presented in this section also will discuss on the lecturers job satisfaction. In 

addition, this chapter also discusses all the factors that affect the level of satisfaction among 

lectures towards their job. Finally, the chapter discusses the selected independent variables.  

Chapter 3 explains the research method used in this research paper which includes research 

design of the study, population and sampling of the study, the measurement of the variables 

used and also the data analysis method. 

Chapter 4 discussed the results of the study. The profile respondents, goodness of measure, 

descriptive analyses, and reliability analysis of the variables, the results of hypotheses tested 

are presented. Lastly, a summary of results is obtained at the end of this chapter. 

Chapter 5 then will present the research findings followed with the discussions. In addition, 

the implications and limitation of the present study are also discussed. It then goes on to 

recommendation for future research and conclusion. 
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CHAPTER TWO 

LITERATURE REVIEW 

 

2.1 Introduction 

In this chapter, some of literatures relevance to this study has been explored. Sekaran (2003) 

stated that a literature review is a documentation of the inclusive reviews from the published 

work and is obtained from the sources of data information gathered in the specific subject of 

the researchers. This section hence would look at the factors that decisively affects on 

lecturer job satisfaction in Universiti Utara Malaysia. 

 

2.2 Job Satisfaction 

The concept of job satisfaction interconnected with the institution of higher education most 

recently has been studies by many researchers the determinant cause to the level of 

satisfaction and dissatisfaction. Review has been done by Lu, While and Barribal (2005) 

regarding job satisfaction has been indicates that the previous concept of job satisfaction 

related to the emotional feeling particular the job involve for an employee, while the link 

between job satisfaction and dissatisfaction are related with what was the return, expectations 

an individual particular on job description and the characteristics of the job task.  

The general aspect of job satisfaction refers to the emotional feelings involving regarding 

towards the job itself either the feeling of positive or negative consequence of one job 

experiences (Locke, 1976; Odom, Boxx, & Dunn, 1990).While other researches indicate the 

concept of job satisfaction defined as the distinct among employees expectations desire for 
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something and the experiences towards the job itself (Mosadeghrad & Yarmohammadian, 

2006). Vroom (1964) has emphasized that the appropriate, justice and fair expectation in term 

of expectation, reward and the experienced. According to Smith, Kendall and Hulin (1985) 

have examine the concept of job satisfaction is interconnected with an employee feeling 

towards his job itself. In other study done by Lawler (1971) also has indicates the job 

satisfaction associate with the expectation and return depend on individual perception. 

Satisfaction among UUM lecturers were related to rates of absenteeism and intention to 

leave, motivation and performance. It was argued by Noel Noel, Hammel and Bootman 

(1982) that employee withdrawal and avoidance behaviors were affected by dissatisfaction 

working condition. 

Therefore it would be logical to assume that increasing the level of job satisfaction for 

lecturer including UUM by designing the job, implementing fairness salary and compensation 

system, reducing the job stress and creating more promotion opportunities would motivate 

lecturers to greater performance. According to Maurice (1998) through strategies such as 

implementing effective plan, improving the role of supervisor in administration, decreasing 

the numbers of working days of employees which would then lead to job satisfaction.  

In line with the previous argument it would be necessary for UUM lecturers to be satisfied in 

their job in order for the UUM to achieve some level of standard and quality. Therefore, 

recognition and rewarding workers would lead to higher quality work and higher satisfaction 

(Walker, 1998). Thus, by giving recognition to an employee who is entitled to it would be 

more effective than giving higher salary.(Metzler, 1998). Tack and Patittu (1992) argued that 

it is necessary to examine the factors that contribute to job satisfaction by enforcing it to 

enhance an employee’s satisfaction.  
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According to Mendal (1987) the teacher standard performance, decrease of the deliver 

teaching techniques, pressure cause to sickness, intention to leave the working place reveals 

that the employees are dissatisfied. Therefore, strategies such as enforcing greater of the 

administration and policies maintain a good relationship with supervision and co-workers and 

free of work stress by providing comfortable working environment significant impact on 

increasing the satisfaction among lectures.  

 

2.3 Salary 

Salary defined as a total amount received by employees being paid by employer basic form of 

every week or month. Salary has been investigated widely by researchers in exploring the 

implication of salary on employee job satisfaction in any of the organization. According to 

Locke (1976) several perception of salary according to each employee is different where 

some of the employee views salary as an achievement while the other view it as reward and 

recognition. Aksu and Aktas (2005), an employee stress on salary is an important source for 

better achieving better living standard and providing protection.  

Salary defined as a “hygiene factor” activity involving mental or physical effort done in order 

achieve a purpose especially in one’s job for more efficient that pay only can described as 

lead to the an emotional lack of satisfaction rather than satisfaction. Pay satisfaction occurs 

when the actual salary paid by employer more than expected salary. Salary satisfaction 

correlated positively with organizational structure from the finding of (Andrew and Henry, 1963; 

Rosen and Weaver, 1960).  



 

16 

 

Researchers posit an Equity theories classified pay encompass both positive and negative 

principles and ethics (Jacques and Patchen 1961, Adams 1965). Schward and Wallace (1974) 

have pay intention to research on the correlates between salary and job satisfaction and done 

a significant reviewed related literature regarding relationship between salaries, job 

satisfaction, employee and organizational condition.  

According to Rollinson (2008) there is a significant relationship between salary and job 

satisfaction when an employee receiving a pay to be equitable among other employees. 

Significant correlation between salary and job satisfaction from the previous studies have 

found that salary to be equitable received by an employee (Ting, 1997; Ellickson and 

Logsdon, 2011). The fairness of salary receiving by an employee view as a significant factor 

contribute to job satisfaction rather than the expected level of pay (Williams et al. 2006). 

Finding from previous studied found that fairness of pay and job satisfaction both are correlated 

positively ( Cohen-Charash & Spector, 2011).  

Job satisfaction of lecturer must take into consideration of all the important aspect such as the 

salary system, fringe benefit, reward, promotion opportunities, job security and working 

condition (Nguyen, Taylor, & Bradley 2003) for increasing the level of satisfaction to decrease 

the turnover problem. From the findings by Singh and Loncar (2010) both salary and job 

satisfaction correlated positively have an influence on intention to leave between nurses with 

regards to predictors such as turnover intent, salary satisfaction and job satisfaction.   

Finding from the previous research pay to be the major determinant to job satisfaction of banker 

concluded by Kamal and Yasir (2009) on pay and job satisfaction researched related for 

comparing Pakistani Commercial Banks. In another way lecturer who are satisfied with their 

salary has the positive effect related to level of job satisfaction. The important of studied 
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determinant job satisfaction among lecturer to identified the satisfaction of happiness (Okpara, 

Squillace, Erondu 2005) and retain the loyalty among lecturer. Satisfaction leads to loyalty for   

retaining the academics quality by reducing the rate of turnover and absenteeism among lecturer. 

Productivity, job performing among lecturer has a significant impact with the amount of salary 

received that paid by an employer as defined by Heathfield, S.M. (2012), compensation and 

remuneration must take in to account as an important factor in determining lecturer job 

satisfaction. In order to achieving a better living an individual put an effort to seek for adequate 

earning that can satisfaction needs and life in the future. An individual dissatisfaction due to the 

condition of they did not received fairness compensation.  

Along with the dissatisfaction situation its proven that can have a negative impact on the 

organization while they are not happy in working place. Finding showed that there is a significant 

negative relationship between “little” fringe benefit and satisfaction of an employee involve with 

the task itself (Pouliakas, 2010). Salary play an important role to satisfied for both employees and 

self employed nature of their work according to ( Millan, J.M. et al. 2011).  

Previous studied by Noordin and Jusoff (2009) who explored the levels of job satisfaction 

regarding academic staff in Malaysia reported that there is a significant positive relationship 

between salary and job satisfaction that any form of financial reward ( fringe benefit, bonus and 

incentive) as a major predictor. Reported by Ssesanga and Garrett (2005) found that academics of 

university of Uganda indicated confirmed the relationship between financial rewards and 

satisfaction.  
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2.4 Job Stress 

Numerous studied found that among academicians to be identified as a group where job stress 

is associated with lower of job satisfaction because they had been facing high percentage of 

work stress (Sigler and Wilson, 1988). Competitive natures of the job environment 

influencing an employee have to deal with stress at work. Unhappy employee may feel 

burned out and dissatisfied with their job in the working place due to stress. This may have 

problems among lecturer that can leave a negative impact in university. 

The increasing of universities in Malaysia recently had an effect on lecturer job satisfaction 

consequences of task, job and high workloads and work overload. As defined by Division of 

Human Resource (2000), the sign of behavior pressure, physiological and psychological 

usually affected by workload pressure that have a negative feeling not happy to work and a 

situation that continued stress.  A better job outcome among lecturer is demanding due to 

competition with other universities therefore competitive stress will influence job 

satisfaction.  

According to Kahn and Quinn (1970) role of stress is defined as a condition where a person 

experiencing unfavorable or failure in development that is affected by organizational 

structure. Lecturers can face stress through the work-related burden that had been given by 

university management as defined by Alexandros Stamatios et.(2003) employee experiencing 

job stress and pressure due to management play an important role among lecturers. Therefore 

management of the university is highly related to job satisfaction of lecturer in Universiti 

Utara Malaysia. 
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Several studies have highlighted work overload and high workloads correlate to work stress 

and job satisfaction. Studies done by Stamps and Piedmonte (1986) showed that job stress 

contributes to job satisfaction and there is a negative relationship. In another study of 

professionals in England has found that lack of job satisfaction correlated with four elements 

of work stressors (Cooper, et al,. 1989).  According to Vinokur- Kaplan (1991) stated that 

there is a negative relationship between job stress and job satisfaction where organizational 

structure, working environment and work overloads appears as a contributors.  

Fletcher & Payne (1980) determined that dissatisfaction cause by pressure while satisfaction 

increase correlates with lower pressure experience. Most research indicates there is a negative 

relationship between job stress and job satisfaction where both are interconnected. In other 

study has been found that both are interrelated where job dissatisfaction is negatively related 

with high workloads pressure (Landsbergis 1988, and Terry et al. 1993). Job stress among 

lecturer have a negative impact such as effect on physiological stress and psychological stress 

therefore lead to lack of satisfaction in work place.  

Studies reveal that employee who has experienced high level of stress will not able commit to 

their job this may lead to dissatisfaction and have a negative feeling at work place. This is an 

important factor that should be taken into account (Seaward, 2005 & Newell, 2002). Lecturer 

should manage job stress effectively in order to prevent pressure at work that may cause to 

decrease the ability to meet their work demands and duties. Based on studies conducted by  

Fairbrother & Warn, (2003); Snelgrove, (1998); Swanson et al., (1998) the level of job 

satisfaction associated with the individual capability to handling stress situation in an 

organization.  



 

20 

 

According to Greenberg and Baron (1997); Matteson and Ivancevich (1982) such as lack of 

responsibility in duty, lesser pay an attention for the organization and relationship between 

co-worker, not able to commit for job demand, lack of interest in working place due to lower 

job satisfaction and decrease the performance in organization. In other words, a pleasant 

atmosphere for lecturer to increase job satisfaction is one of the main concerns regarding job 

stress. 

Productivity and satisfaction are associated where high satisfaction leads to increasing of 

productivity where as mentioned by Halkos and Bousinakis (2010) level of job satisfaction is 

significantly affected by stressors. In order for lecturer to have a positive feeling towards job 

demand it is important for them decrease the level of stress where job satisfaction as a major 

determinant lead to higher performance. Relationship between job stress and job satisfaction 

are interrelated where stress can a source to decrease turnover rates and absenteeism.  

An employee working attitude, low commitment, intention to leave and stress were appears 

to be significant link between job satisfaction. According to Elangovan, (2001), fail to 

manage stress lead to an employee intention to leave the organization. This is prevalent in the 

study done by Holdsworth and Cartwright (2003), an employee must able to cope with 

stressful situation by increasing the balancing between physiological stress and psychological 

stress that should take into account where in the same time decrease the level of intention to 

leave and  absenteeism.  
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2.5 Career Promotion 

Promotion defined by Dessler, (2008) as when an employee desire being promoted towards to 

higher level in organization having a duty to deal. Some studies have examined the positive 

relationship between promotion and job satisfaction where an employee moving up to higher 

hierarchy in academic for profession. Study done by Titus Oshagbemi (1999), shows that for 

professional with high level position experienced job satisfaction whereas job dissatisfaction 

for those who hold lower position in academics environment.  

Promotion opportunities have been affected by the criteria such as the length service of the 

lecturer, a position in a hierarchy and the superiority in age and educational background. 

According to Locke (1980), self esteem and self actualization affected by promotion where 

can be identified as a determinant contribute for satisfaction of individual. This gives a 

positive impact to lecturer for better job satisfaction in the same time reduces the turnover 

rate and absenteeism. The advantage being promoted related to the pay increment and 

lecturer work attitude to be more motivated to meet the job demands, to have a greater 

responsibility and social prestige.  

Demaki (2012) determine the link between benefit of promotion and job satisfactions are 

significant the highest opportunity for promotion the greater social prestige employee 

experienced. In other study it was found that promotion and job satisfaction are interrelated 

that promotion increases the commitment towards job and principles and standards among 

teachers. Therefore, based on the literature reviewed on the relationship promotion and job 

satisfaction carried out several researches that promotion appears to be source of job 

satisfaction.  
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A research carried out by Pergamit and Veum (1989) indicates the job satisfaction and 

promotion are associated with positive significant relationship. In another study by Pergamit 

and Veum (1999) promotion has a strong effect on employee job satisfaction. The importance 

of promotion in job satisfaction is to increase the positive feeling among lecturer who are 

qualified and committed to work in order to decrease the dissatisfaction towards job. 

Therefore, previous findings from Khaleque and Rahman, (1983); Khaleque and Chowdhury, 

(1983) were found that higher level satisfaction among employees associated with high 

opportunities for promotion whereas dissatisfaction associated with lower opportunities for 

promotion.   

Promotion has significant effect to lecturer in term of either moving towards a greater 

responsibility or satisfied the work itself otherwise it could be seen a situation cause to lower 

productivity, low commitment, high rate of turnover and absenteeism. To sum up, promotion 

should have significant value for the lecturer, explained further by Peterson and Ninseholz 

(1999), where promotion has no significant value when misuse it for the purpose of increase 

the productivity.  

Study revealed by Ellickson and Logsdon (2002), promotion contribute to job satisfaction 

which can significantly affected individual career as well as increment in salary. The impact 

on the promotion could be seen where lecturer acknowledgement of the work itself as well as 

the recognition been given. Apart from that, opportunities for promotion create an 

environment that motivating lecturer for better work performance to achieving university 

mission and vision.  According to Lawler (1971) an individual performance affected by 

having an implementation reward system with good remuneration and compensation.  
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Form of promotion encompasses of reward and recognition that serves as important factor for 

contributing employee self esteem, higher commitment, attaining organization goal as well as 

lead to job satisfaction, explained by Andrew (2004) rewards and recognition are interrelated 

for contributing to individual committing in job task in organization. Therefore, by designing 

a competitive reward system in university significantly increases the lecturer’s job 

satisfaction that the opportunity for promotion is related to the lecturer’s performance.  

Motivation is related to job satisfaction among lecturer that have been emphasized by Flynn 

(1998) where motivation and performance shapes the way of an employee characteristics in 

working environment as well as enhancing the values. In other study done by Oosthuizen 

(2001) has been determined that behavior of an employee for attaining organization goal is 

correlated with recognition and reward system for motivation. Explained further by  Usma, 

(2010) motivation can be increased by being promoted, offering a good package of 

remuneration and compensation as well as reward and recognition.  

Several studies have examined the significant relationship between opportunities and 

promotion. According to Ting, (1997); Fosam et al., (1998); Ellickson and Logsdon, (2001) 

reveals that promotional opportunities were positively related job satisfaction as well as in 

other study carried out by Bennett (1997) job satisfaction and promotional opportunities are 

interrelated investigation between police officer where study done in 3 countries. Another 

study conducted by Purohit (2004) has argued that an employee opportunity for promotion 

appears as a predictor to the level of job satisfaction in organization.  

Job satisfactions were related to the high level of promotional opportunity given to academic 

staffs, while job dissatisfaction happens when there is a limitation of opportunities for 

promotion in terms of fringe benefit, reward and recognition. Therefore, previous findings on 
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job satisfaction revealed by Schneider et al (1992) lesser opportunities for career 

advancement lead to withdrawal behavior among individual performing job task in the 

organization.  

Characteristics feature such as adequate, fairness and equity promotional opportunity should 

be take into account where it is important to implement a good reward system in term of 

salary increment, bonuses, fringe benefits and recognition among lecturer in order to create a 

positive feeling among each others. Job satisfaction from promotion has been determined by 

Kreitner and Kinicki (2006) where basically based on an individual perception of justice and 

fairness. Therefore, should be having an appropriate for implementing fairness promotional 

for lecturer in order to have a positive feeling towards job and enhancing the job satisfaction. 

 

2.6 Working Environment 

Working environment has been found that is one of the important factors for creating 

employee’s job satisfaction where much research has been paid an attention to determine the 

relationship between job satisfaction and working environment is interrelated. Labering and 

Moskowitz (1984) has defined working environment involved of the positive feeling with 

pride, employees have faith and satisfaction between the co-workers towards their job.    

A research carried out by Annakis, Lobo & Pillay (2011) were found that positive correlation 

between working condition and job satisfaction for the customer services call centers which 

conducted in Australia. In other researchers’ findings on job satisfaction Shahzad, Hussein, 

Bashir, Chishti & Nasir (2011) have determined the link between employees’ job satisfaction 
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associates with working environment as well as employee turnover rates interrelated with the 

career advancement providing by organization.   

Working environments consists of working durations, levels of the noise, resources, degree of 

the safety and working temperature as well as atmosphere conditions free of dust and 

cleanness of the working place (Arnold and Feldman, 1996). Unsatisfactory of working 

environment lead to dissatisfaction of the employees therefore intention to leave and decrease 

of the performance which significantly will effect on employee mentally and physically 

conditions for performing a task 

According to Greenberg and Baron (1995) have indicates that the lack of the comfortable 

working conditions significantly have an effect on employees both emotion and physically. 

Poor working conditions will result in discomfort of the working attitude towards job task 

therefore will decrease employee satisfaction. Satisfaction of UUM lecturers advisable 

provide in greater working environments which is convenience, decreasing the level of the 

stress, increasing mental and physical well-being to increasing satisfaction.  

Previous findings done by Robbins et.al, (2009) has been found that working conditions 

positively correlated with the level of job satisfaction where employees desire for greater 

physical working environments. Besides, it reveals that the employee attitude related with the 

working conditions where can be positively or negatively influence the level of job 

satisfaction. Thus, it’s also reveals by Arnold et. al, (1996) employee attitude is affected by 

working environment therefore it is became a topic for investigate how it’s have an impact.  

Employee intention to stay in the organization found that interrelated with the working 

environment, working durations, career advancement and high level of job satisfaction 
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(Milman & Ricci, 2004). UUM lecturers will be will experience positively regarding to 

lecturing working environment where they have a sense of to attain the mission and vision in 

order to move the UUM forward. Working environment significant relationship with job 

satisfaction where employees motivation plays an important role in determining the job 

performance, the rates of turnover and absenteeism.  

Study by Ramlall (2003) shows that it’s necessary to identify the personal needs of employee 

in order for retaining their commitment towards organization as well as at the same time 

create a positive working environment. Therefore, level of satisfaction consequences of good 

working environment providing by organization where employee appreciate and put more 

efforts at work moving the organization forward. Moreover, it’s often indicates that a 

statement of “a happy employee is a productive employee” where employees satisfaction 

consequence of positive feelings and attitudes towards job.  

A research carried out by Lease (1998) were found that lower rates of employees turnover 

and absenteeism at work, enhancing productive and performance, commitment to 

organization are significantly correlated with higher level of job satisfaction. In order to 

increase the lecturers satisfaction the management has to provide a favorable conditions of 

environment, satisfaction employees needs including the design of  the workplace, degree of 

the temperature, sound and air lighting of the workspaces are consistently in a good 

conditions. Favorable working environments have an impact on lectures satisfaction both 

mentally and physically.  

The importance of attempting to identify the relationship between working environment and 

level of the UUM lectures job satisfaction because it’s may affect the lecturers performance, 

psychological and physiological needs, favorable work context connect with the level of job 
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satisfaction therefore it’s advisable to be paid attention to the UUM working environment. In 

order to achieve UUM mission and vision factors such as lecturers’ safety, the available of 

the resources must be take in to consideration to ensure the satisfaction of lectures intention 

to stay in UUM.  

Working environment according to Ayers (2005) including the elements such as employees’ 

motivations at work have greater responsibilities and committed towards organizations, 

achieve organizations mission, vision and strategic as well as satisfaction of employees in 

their career advancement that offer by the organization. As a consequence of this, working 

environment has an influence on UUM lectures satisfaction where perceive their job as 

valued and meaningful therefore it’s important for UUM management create a satisfaction 

environment to fulfill the needs of the lectures. Other study carried by Slack (2001) also 

reveals that working environment significantly correlated with the employees performance, 

effectiveness, convenience and safety in organization. Its shows that the good working 

environment has a significant influence on lectures job satisfaction.  

 

2.7 Chapter Summary 

This chapter has covered a review of previous literatures regarding the concepts and 

definitions of job satisfaction, salary, job stress, career promotion and working environment. 

Researchers have examined several factors that correlate with job satisfaction, whether in a 

positive or negative way. However, the importance of the various factors appears to change 

from one situation to another. That is, individuals who perform the same job in the same 

environment and at the same time do not derive the same degree of satisfaction. 
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CHAPTER THREE 

RESEARCH METHOD 

 

3.1 Introduction  

In this chapter, the researcher discusses the research methodology adopted to carry out this 

study. It is begins with the research model and research framework together with hypothesis 

generated from the literature review in the previous chapter. This chapter mainly clarifies the 

research design, operational definition of variables, population and sample of research and 

the sampling method implemented, data collection technique, measurement development and 

questionnaire administration, measurements of research variables as well as elaborates in 

detail the data analysis procedures. 
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3.2 The Research Framework  

Based on the review on the literature in Chapter Two, two types the dependent variable and 

independent variables have been identified (figure 3.1).  

 

 

Independent Variables                                                Dependent Variable 
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Figure 3.1 Research Framework  

The dependent variable is job satisfaction and the independent variables are divided into four 

– salary, job stress, career promotion and working environment.  

 

Salary 

Job Stress 

Career Promotion 

Working Environment 

Job Satisfaction 
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3.3 Research Hypothesis 

This study is aimed in examining the relationship on the factors that influence job satisfaction 

among lecturers in Universiti Utara Malaysia. Statistical Package for Social Science (SPSS) 

version 20.0 was utilized. A ray of statistical tests was conducted to process the data. 

Therefore, the hypotheses suggested in this study is listed below: 

Hypothesis 1: There is a positive relationship between salary and job satisfaction of UUM 

lecturers. 

Hypothesis 2: There is a positive relationship between job stress and job satisfaction UM 

lecturers. 

Hypothesis 3: There is a positive relationship between career promotion and job satisfaction 

of UUM lecturers. 

Hypothesis 4: There is a positive relationship between working environment and job 

satisfaction of UUM lecturers. 

Hypothesis 5: Salary has an influence with the job satisfaction of lecturers. 

Hypothesis 6: Job stress has an influence with the job satisfaction of lecturers. 

Hypothesis 7: Career promotion has an influence with the job satisfaction of lecturers. 

Hypothesis 8: Working environment has an influence with the job satisfaction of lecturers. 
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3.4 Research Design  

The well known two approaches in conducting research used by researchers namely are 

quantitative and qualitative research approaches (Neil, 2009). Research design as defined by 

Neil (2009) involves the overall arrangement and methods applied in conducting the test to 

prove the hypothesis according to the standards maintained for data collection and analysis. 

Qualitative research according to Zikmund (2003) is the research designs used by researchers 

done without involve any of the numerical measurements in order for better understanding of 

the particular events. This research method applying where generally for collecting 

information of respondent’s opinions and view regarding to the situation of study (Uma & 

Roger, 2009). 

Quantitative research according to Uma and Roger (2009) is a research design used by 

researchers referring to the data descriptive in nature and not qualified. Researchers widely 

applying this research method in order to establishing the relationship between dependents 

variable and independent variable among the target population (Zikmund, 2003). Both 

qualitative and quantitative research design are important for suitable nature of the research 

study Zikmund (2003).  

Hence, quantitative approach is use in the present study , in order to test the hypothesis that a 

relationship exist between independent variables such as salary, job stress, promotion, 

working environment and job satisfaction in Universiti Utara Malaysia. A cross sectional data 

collection defined by Uma and Roger (2009), to collecting data from the intended sample 

group once. 
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In this study, the independent variables are salary, job stress, promotion and working 

environment which all these factors have to be examined and will be tested and analyzed in 

order to examine their relationship between job satisfactions among UUM lecturers.  

 

3.5 Operational Definition 

3.5.1 Job Satisfaction 

Job satisfaction refers to the factors that have relationship with work and influence the 

surroundings and working environment (Lu, While & Barribal, 2005).  

3.5.2 Salary 

Apart of salary including incentives, bonuses and allowances which been given to the 

employees due to commensurate with the job performed output is good (Cohen-Charash & 

Spector, 2011). 

3.5.3 Job Stress 

Job stress refers to employees’ behavioral stress symptoms affect on physiological and 

psychological accompanied by the feeling of leaving the workplace due to pressure (Seaward, 

2005 & Newell, 2002).  

3.5.4 Career Promotion 

Opportunity of career promotion been given to employees in order to get information 

pertaining on self development and career advancement based on job performance (Demaki, 

2012).  
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3.5.5 Working Environment 

Working environment refers to a method to perform job task and authority given in order to 

complete objectives of the task and duty (Robbins, 2009).  

 

3.6 Populations and Sample 

According to Uma and Roger (2009) population refers to the researcher intention to examine 

the total number of people, things or event and also defined by Zikmund (2003) the 

researcher require that this population usually share a common characteristics.  Zikmund 

(2000) In addition, it is also the total category of a matter which is the focus of attention on a 

particular research subject. In this study, the population is 1198 lecturers that lecturing at 

Universiti Utara Malaysia (Refer Appendix A for academic staff statistics, UUM Registrars 

department, 2014). 

According to Zikmund (2003) and Sekaran and Roger (2009) sample is the subset of the 

population. Whereas defined by Creswell (2008) which is studied in order for the research to 

be generalized on the overall population of study. For conducting a study it is important to 

determine sample size where difficulty in gathering all the data and information from 

respondents (Zikmund, 2003).  The actual sample size to conduct a research according to 

Roscoe (1975) usually is above 30 and less than 500 in generally is accepted. A sample size 

consist of 291 respondents is sufficient to conduct a research (Krejcie & Morgan 1970). 

Therefore, in this study, the researchers decide the sample size is 300 in order to increase the 

response rate.  
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3.7 The Sampling Technique 

Sampling is an important characteristics in conducting a research that entails in-depth 

examination (Zikmund, 2003) while for the use of sampling in business research in order to 

examine the unidentified characteristics of the population. Various sampling method widely 

been used in the academic research. Probability and non-probability sampling both are 

basically in categorized in sampling method (Zikmund, 2003; Sekaran & Rofer, 2009). 

Sampling techniques including cluster sampling, systematic sampling, stratified sampling and 

simple random sampling is subject to randomization, providing the equal opportunity for the 

elements of the population to be included in the study (Olodele, 2007).  

Due to the nature of the institution that consist of three academic collages which are College 

of Arts and Sciences (CAS), College of Business (COB) and College of Law, Government 

and International Studies (COLGIS) (UUM, 2014) the researcher opted to use 

disproportionately stratified random sampling in this study. Through this sampling method 

the questionnaires was disproportionately divided among the lecturers serving in the 

respective collages. (Refer to Table 3.1for the summary of population and sample).  

Table 3.1 Summary of Population and Sample 

Academic College Number of lecturers Sample of lecturers 

College of Arts and Science (CAS) 429 104 

College of Business (COB) 545 140 

College of Law, Government and 

International Studies (COLGIS) 

224 56 

Total 1198 300 
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3.8 Measurement of Variables / Instruments 

The administration of the questionnaires were to the lecturers who serving at Universiti Utara 

Malaysia for a period not less than one year which is important in this study where they can 

provide with information related to their job satisfaction.   

A five point Likert scale from 1 strongly disagree to 5 strongly agree with respondents 

signifying their level of agreement being applies in the questionnaire for this study. The 

choice of using this scale by the researches is subject to empirical findings by Zikmund 

(2003), that testing behavioral and attitude it is suitable using the scale as a result of the 

simple nature of the administration.  

Garland (1991), affirm the use of scale where the researcher stated that, rating help in guiding 

respondents in order to express their view about the survey.   

In this research, the author opts to use instruments applied to test the dependent variable 

constructed by Weiss, Dawis, England and Lofquist, (1967). Questionnaires were administered 

using 5-point Likert scale in the original research.  

The independent variables are tested using different instruments. The first variable, salary is 

being tested using instruments developed by Kim, Price, Mueller and Watson, (1996) , which 

in the initial study applied 5-point Likert scale for his study. The second variable, Job Stress 

is administered using instruments arranged Weiss, Darwis, England & Lofquist (1967) and 

Currivan (1999). This instrument is also administered using 5 point Likert scale to provide a 

uniform questionnaire to the respondents. 

The following independent variable, promotion is adapted from studies conducted by Hirsh et 

al. (1995) and Maya (1991). The instruments are arranged in 5 point Likert scale to enable 
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uniformity and help the study. The last variable tested, working environment is rearranged from 

Kim, Price, Mueller and Watson, (1996); Bishop, Goldsby and Neck, (2002); Price, ( 2001); King 

and Ehrhard, (1997). The instruments are administered using 5 point Likert scale in the same 

arrangement as the previous variables. 

The choice of using four, five and seven point Likert scale in present researches is an 

unending contest because of the issue of removing the mid scale, for the reason that some 

researchers believe that neutrality responds is insignificant in a survey. Subject to this 

disagreement, Dawis (1987), assert that no singular best measure in designing a survey scale, 

the researcher makes a note that one scale could be better in one problem but problematic in 

another.  

Therefore, the aforementioned example justify the researcher’s desire to utilize five point 

Likert scale which will not only enhance the consistency level of the responds in this study 

but also increase the reliability of the scale. In totality, the researcher is expected to receive a 

minimum of 120 questionnaires to validate the study (Sekaran, 2003). 

 

3.9 Pilot Test 

In a study carried by Lucky (2011) the reliability and validity necessary need to be test of the 

instruments arranged by the researcher before collecting data from respondents for analyzing. 

According to Sekaran (2003) the instruments need to be administering to a small of target 

audience which involves the same characteristics according to the actual sample for 

conducting a pilot test. The researcher can adjust and amend the questions after the pilot 

study (Lucky, 2011, Mcintire & Miller, 2007) and remove an unsatisfactory item from the 



 

37 

 

instrument from collecting data (Sekaran, 2003) if the questionnaire fails to meet the goals of 

the research.  

Pilot study determines the reliability and validity of an instrument, for example a researcher 

will be able to detect those questions that may not fit for the study or those that is beyond the 

understanding of the respondent and when to make adjustment Lucky (2011).  

To recognize the process of designing the questionnaire the instruments need to be test in this 

study. Thirty (30) respondents were first set for the pilot study. The selection of the 30 

respondents was based on simple random sampling, which makes the respondents involved in 

the initial study to be equally represented. The pilot questionnaires were distributed from a 

database of email obtained from the universities computer center in this study where the 

questionnaire was introduced in the Google documents questionnaire manager format. The 

first 30 respondents were subjected to the pilot study and for reliability test and responds 

from the lecturers was received by the system according to date and time of submission.  

Reliability is the consistency of the result of measuring instruments (Zikmund, 2003). The 

instrument has a minimal error discrepancy due to result from high reliability. Measuring the 

reliability Cronbach Alpha value was computed and the value less than 0.6 shows poor 

consistency and 0.7 and above is accepted (Sekaran, 2003; Salkind, 2009; Sekaran & Roger, 

2010) .In other study, a cronbach alpha of 0.60 or above can be accepted as significant in an 

exploratory study (Hair, Black, Babin & Anderson 2010) whereas in measuring attitudes a 

cronbach alpha of 0.50 is accepted to be significant (Tuckmana, 1999). An internal reliability 

that is above 0.50 and above is deemed satisfactory and accepted for this study.  
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3.10 Layout of Questionnaire 

In this study, the data used were collected through the survey questionnaires distributed 

among the UUM. The questionnaire consists of 3 sections. Section A measured the 

demographic profile, then Section B focused on measuring the influence of salary, job stress, 

promotion and working environment and Section C on the factors influencing the lecturers’ 

job satisfaction towards their institution. All the questions in each section B and C were 

measured by using a 5 point Likert Scale. All of these measures were adapted from the 

previous researchers as follows: 

Table 3.2  Summary of Variables 

No Variables Items Researcher 

1  Dependent Variable   

 Job Satisfaction 12 (Weiss, Dawis, England and Lofquist, 

1967).  

 

2 Independent Variable   

 Salary 6 Kim, Price, Mueller and Watson, (1996)  

 Job Stress 6 (Weiss, Darwis, England & Lofquist 

1967; and Currivan 1999) 

 Promotion 7 (Hirsh et al. 1995  and Maya, 1991)  

 Working Environment 12 (Kim, Price, Mueller and Watson, 1996; 

Bishop, Goldsby and Neck, 2002; Price, 

2001; King and Ehrhard, 1997) 
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3.11 Data Collection Technique 

The procedures of collecting data is the central process of every research to afford guiding 

principles for the collection, processing, analysis as well as reporting of intended information. 

Primary and secondary data collection both basically categorized in collection techniques 

(Uma & Roger, 2009). The researcher will be using the primary data in this study where the 

data collect directly from the field.  

By using Google documents online questionnaire administered by the researcher to complete 

the primary data collection. In this study by using the Google documents questionnaire due to 

user-friendly features, availability, easy and security of the accumulated data from 

respondents (Eapen, 2007; Wink, 2009) where this survey method can reduced the cost of 

data collection (Ilieva, 2002), suitable for target population which is highly computer literate 

to complete the online questionnaire (Roy, 2005).     

Through lecturers’ pool of email obtained from the UUM Computer Center the Google 

documents questionnaire was sent out. It also assert by Wilson (2003) researcher is 

convenient to distribute the instruments to bigger number of lecturers in a short period time 

for data collection through email. At the same time, lecturers are flexibility to complete the 

questionnaire according to their free time (McDonald, 2003).The completed questionnaire 

will transfer data to SPSS for data analysis where it was automatically recorded upon 

submission in to excel spreadsheet.   
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3.12 Data Analysis Techniques 

The use of questionnaires is the leading instruments in data collection from the respondents. 

It facilitate gathering of quantitative data in standardized approaches in order to be internally 

reliable and consistent for analysis. A questionnaire is a prearranged set of question to be 

answered by the respondents (Uma and Roger, 2009). In term of the creativity, proficiency 

and the understanding of the researcher has a significant role in designing questionnaires.  

 

3.12.1 Pre-Analysis Data Screening / Cleaning 

Data Screening was executed prior statistical analyses whereas the normality, detection of 

missing data and outliers was also assessed. According to (Mayers, Gamst and Guarino, 

(2006) data screening was carried out to examine the uniqueness of the respondents so as to 

respond to question about correctness of data qualify for statistical supposition, data 

transformation has to be carried out. Prior to processing data, it is vital to assess the detection 

of outliers (Hair et.al, 2010). Mayers et.al. (2006), further assert that severe cases or strange 

values on a singular disparity or a mixture of discrepancy are considered to be outliers. 

Multivariate outliers will be carried out for the purpose of this research. In addition to 

recognizing possible outliers, it is imperative to test the possibility underlying large number 

of multivariate techniques. 
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3.12.2 Data Analysis 

A study carried by Joel (1996) data analysis are the techniques that help the researcher to 

conduct arranged testing of the data and develop explanations, and assist in testing the 

hypothesis. It assists the researcher to clean, inspect, transform, and model the data collected 

from the respondents in order to draw attention to the valuable information connected to the 

problem under study, using the result generated from the data to make a conclusion and 

recommendation.  

A preliminary exercise including coding the data collected, data cleaning and screening, and 

recording the data will be carries out by researcher after collecting data where by Version 

20.0 of SPSS was used.  

The mean, standard deviation and other descriptive statistical tools were utilized to describe 

the main characteristic of the sample. The researcher uses statistical package for social 

science (SPSS) version 20.0 to analyze demographic characteristics of the respondents and 

the analysis of the main study. The independent variable is Salary, Job Stress, Promotion and 

Working Environment.   

 

3.12.3  Descriptive Statistic Analysis  

Descriptive statistics are the fundamental descriptive measures that attempt to sum data by 

giving a few numerical measures of where the center of the data set is as well as how the rest 

of the values fall away from the center (Janes, 1999), it’s also summarizing the sample and 

the observations that the researcher has made such as in a simple graph or quantitative. 

Descriptive statistics do not build any conclusion that will widen the data being analyzed; 
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rather it gives short descriptive coefficient that sums up a given set of data that will represent 

the entire population or a sample. The measures that will describe the data are measures of 

central tendency and measures of variability or dispersion. The mean, median and mode are 

example of measures of central tendency, while measures of variability are the standard 

deviation or variance, minimum and maximum variables, normality test, missing value etc. 

Consequently the aforementioned descriptive statistics is incorporated in this study to 

describe the necessary features of the data in the study and to enable the researcher 

summarizes the measure and sample. 

 

3.12.4 Inferential Statistics 

Inferential statistics are mainly adopted when responding to answers relating to cause and 

effect, or when predicting existing data involving a process of make a conclusion or judgment 

from the data that are subject to random variation. In the present study,  Pearson Correlation 

and Multiple Linear Regression that are commonly used in inferential analysis in analyzing 

data.  

 

3.12.4.1 Pearson Correlation Coefficient 

The correlation analysis measure the closeness relationship for two and a above variables 

after considering joint variation of two measures without restriction by the experimenter 

(Sekaran, 2003).  
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Correlation measures the degree to which two quantitative variables, X and Y, are in mutual 

agreement that is the relationship between two or more classes of variables. When a higher 

value of X is associated with a higher value of Y, a positive correlation exists. In a 

relationship where high value of X is linked with low value of Y, a negative correlation 

occurs. Pearson Correlation coefficient is the most currently used measures of dependence 

between two quantities. Correlation coefficient indicated by symbol r with array of -1 to +1 

to signify positive and negative relationship respectively. When the entire distribution fall 

directly on a line with an upward incline r = -1. Strong correlations are connected with dotted 

clouds that stick imaginary to the trend line. Therefore the closer r is to +1, the stronger the 

positive correlation and the closer r to -1 the stronger the negative correlation (Salkind, 

2009). The table 3.3 below summarizes the strengths of the correlation as explained by 

Salkind (2009). 

Table 3.3  Salkind (2009) Strength of Correlation Table 

Very Weak Weak Moderate Strong Very Strong 

0.0 – 0.20 0.30 – 0.40 0.40 – 0.60 0.60 – 0.80 0.90 – 1.0 

 

 

3.12.4.2 Multiple Linear 

Multiple linear regression smoothing the progress of modeling the correlation between two 

variables by appropriating a linear equation to experimental data. One variable is measured as 

a descriptive variable, while the other is observed as the dependent variable. However the 
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present makes use of multiple linear regression in analyzing the relationship between salary, 

job stress, promotion and working environment (independent variable) and job satisfaction 

(dependent variables). In this situation, a scatterplot smoothing the progress in shaping the 

strength of the relationship. On the condition it becomes visible that no relationship between 

the propose explanation and dependent variables, or if the scatterplot does not signify if there 

is increasing or decreasing trends, then appropriating a multiple linear regression model to the 

data will possibly give a functional model. 

 

3.12.5 Goodness of Measure 

Two principal criteria use in testing the goodness of measure is validity and reliability. 

Reliability refers to the consistency of the instruments in measuring the intended construct. 

Schindler and Cooper (2003), define reliability as representing the internal consistency 

demonstrating the homogeneity of an item in the measure, measuring the variables. Sekaran 

(2003) further emphasizes in identifying the internal reliability of variables Cronbach Alpha 

as the most commonly used reliability coefficient. A reliability test was conducted on the 

scales used to measure salary, job stress, promotion and working environment. In addition 

instruments used to test the dependent variable, job satisfaction questionnaire was also tested 

for reliability. Cronbach Alpha below 0.70 proposed by Nunally (1978) is accepted in this 

study. For exploratory study Cronbach Alpha of 0.60 or higher is suggested by Hair et.al. 

(2010) as significant. Items that full filled the Cronbach Alpha requirements were used to 

complete the analysis. The validity of the instrument is to identify if the item measures the 

exact concept the way it was designed to measure (Sekaran & Bougie, 2009). (Table 3.4 

below shows the summary of the data analysis technique that will be used in this study). 
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Table 3.4  Summary of the Data Analysis Technique 

Objective Analysis applied 

1. The relationship between Salary and Job Satisfaction of UUM 

lectures.  

Correlation 

2. The relationship Job Stress and Job Satisfaction of UUM 

lecturers. 

Correlation 

3. The relationship between Promotion and Job Satisfaction of 

UUM lecturers. 

Correlation 

4.  The relationship between Working Environment and Job 

Satisfaction of UUM lecturers. 

Correlation 

5. The extent to which Salary influences Job Satisfaction among 

UUM lecturers. 

Regression 

6.  The extent to which Job Stress influences Job Satisfaction 

among UUM lecturers.  

Regression 

7.  The extent to which Promotion influences Job Satisfaction 

among UUM lecturers.  

Regression 

8. The extent to which Working Environment influences Job 

Satisfaction among UUM lecturers.  

Regression 

 

 

3.13 Chapter Summary 

This chapter has briefly views all parts of the research methodology applied in this study. The 

researcher has described how the research approach adopted in the study, providing the 

details in research subjects based on population and size sample, about the questionnaires and 

how the questionnaire will be administered. The data collected then has been analyzed using 

SPSS Version 20.0 and the results of statistically analysis are explained in the next chapter 4.  
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CHAPTER FOUR 

RESULTS 

 

4.1 Introduction  

In this chapter, the researcher presents the results of the data analysis obtained from this 

study. The first section in this chapter discusses on the overview of the data collection. Then, 

it presents the respondents’ profile and follows by the analysis to test the normality and 

reliability of the variables. Consequently, the results of hypothesis testing are presented. 

 

4.2 Response Rate 

A total of 226 questionnaires were emailed to UUM lecturers through Google documents 

questionnaire for data collection in order to enhance the probability. Distribution of email 

questionnaires according to academic college based on the ratio of lectures serving. As 

mentioned by Hair et.al. (2010) the acceptable response rate to conduct a study which is 

above 50. Therefore in this study received replied was 226 at 64% total response rate and the 

replied directly recorded on the Google documents spread sheet.  

Due to this study area of Human Resource Management which constitutes under the College 

of Business, is the highest recorded response rate at 62.40% from COB lecturer with 151 

emails distributed. Followed by the response rate for CAS lectures at 20.40% with a total 123 

emails were sent out. For COLGIS, 17.30 % of respondents were received with total of 76 

emails sent out for lectures. Table below for summary of response rate.  
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Table 4.1  Summary of Response Rate 

Academic College Distribution Response Response Rate (%) 

College of Arts and 

Science (CAS) 

123 46 20.40 

College of Business (COB) 151 141 62.40 

College of Law, 

Government and 

International Studies 

(COLGIS) 

76 39 17.30 

    

 350 226 64.60 

 

4.3 Profile of the Respondents (Demographic) 

This procedure regarding respondents profile is important to obtain the summary of 

demographic information from the respondents which include gender, age, department and 

lecturer serving years. This step, to make sure all respondents are equal representation in this 

study.  

A total of 226 response rate were received, for male lectures were 44.7 % and for female 

were 55.3. From the age group of 36-45 for lectures is a highest number of respondents 

recorded at 55.3%. The percentage of lectures from the age group less than 35 years old at 

33.6%, followed by  1.8% of respondents from the age 46-50 and 9.3% of respondents 51 and 

above. In additional, from the registrar department’s statistics the percentage of lectures from 

the age group of 36-45 forms the highest number of the serving in UUM.   
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Distribution of questionnaires were divided based on portion academic colleges included 

three colleges to determine the response rate, 62.40% response rate were recorded from COB, 

20.40% were received from CAS and COLGIS is the least response rate received which is at 

17.30%. Followed by serving years of UUM lectures between 6 to 15 years were the highest 

number were recorded, 54.40%. Lectures serving less than 5 years were the second highest 

number of responses, 36.30% and followed by lecturers serving between 16 to 30 years, 

9.30%. (Refer table 4.2 below for the summary of respondent’s profile).  

Table 4.2   Profiles of the Respondents 

Variables Category Total number (n) Percentage (%) 

Gender 

Male 

Female 

101 

125 

44.7 

55.3 

Total 226 100 

Age 

Less than 35 

36 - 45 

46 - 50 

51 and above 

76 

125 

4 

21 

33.6 

55.3 

1.8 

9.3 

Total 226 100 

Departments 

CAS 

COB 

COLGIS 

46 

141 

39 

20.40 

62.40 

17.30 

Total 226 100 

Years In Service Less than 5 82 36.3 
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6 - 15 

16 – 30 

123 

21 

54.4 

9.3 

Total 226 100 

 

4.4 Goodness of Measures 

4.4.1 Reliability 

4.4.1.1 Reliability Analysis for Pilot Test 

A study must be conducted for reliable and valid, therefore pilot test must be done. 

According to Sekaran (2003) pilot test involve selected group to be test for any faults. 

Therefore, before complete the study, this step is important to make sure the researcher able 

to adjust any faults (Mclintire & Miller, 2007; Lucky, 2011).  

The fist 30 respondents in the study were conducted based on Google documents email 

survey in order to validate the instruments. According to Zickmund (2003) the consistency of 

the results is based on reliability test. Therefore, in this study SPSS software was using to test 

the reliability. Measuring reliability alpha based on the test more than .60 for both dependent 

variable and independent variables. In other words, minimal error discrepancy demonstrated 

by acceptable high reliability. (Refers table 4.3 shows the summary of reliability results).  
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Table 4.3   Summary of reliability test for pilot test  

Variables No of Items Cronbach Alpha 

Job Satisfaction 12 .967 

Salary 6 .944 

Job Stress 6 .733 

Career Promotion 7 .925 

Working Environment 12 .850 

(Refer Appendix E for detail output) 

 

4.4.1.2 Reliability Analysis for Actual Study 

226 respondents were analyzed in this study for measuring the reliability Cronbach Alpha 

value. As mentioned by Cronbach (1951) internal consistency and the total average 

correlation for items in the survey instruments must be determined in order for measuring 

reliability, therefore using Cronbach Alpha is needed conduct a study. Good reliability 

demonstrated by the consistency results of an instrument ( Sekaran & Bougie, 2010) where 

value 0.70 and above deemed as satisfactory ( Fornell & Lacker, 1981) and a loading above 

0.50 is accepted conduct a study (Hair et.al, 2010). In addition, value 0.40 deemed to be 

satisfactory in other researcher (Atyo, Adamson and Cant, 2007) however, some researchers 

have suggested value of 0.8 or 0.6 (Garson, 2002) and value is above 0.70 is acceptable as 

mentioned by (Nunnally & Bernstein, 1994).  

Based on the analysis run on 226 data collected from respondents, alpha value for dependent 

variable and independent variables all achieved above .60 is acceptable to continue the study. 
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as mentioned by Hinton, Brownlow, McMurray and Cozens (2004), alpha more than .90 is 

good, in between .70 to .90 is high reliability, moderate reliability for .50 to .70 and below 

.50 consider weak for variables. Therefore, based on the reliability results, the instrument has 

a minimal error discrepancy in this study which above 0.70 and deemed as acceptable for 

conduct this study (Salkind, 2009). (Refer table 4.4 for the summary of reliability analysis for 

actual study). 

Table 4.4   Summary of Reliability Analysis For Actual Study 

Variables No of Items Cronbach Alpha 

Job Satisfaction 12 .788 

Salary 6 .902 

Job Stress 6 .768 

Career Promotion 7 .889 

Working Environment 12 .850 

(Please refer to Appendix F for detail output) 

The above reliability analysis is not enough endorse the data for absolute value for each 

items. Therefore, the next step after run on data obtained will followed by factor analysis. 

The necessary to continue for factor analysis to identify the reliability and validity tested in 

order to increase the internal consistency of the items by reducing the number of items and 

detecting structure in term of relationship for items.  
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4.4.2 Factor Analysis 

It is necessary to perform Factor Analysis for indentify if each item is able to measure what it 

is intended to measure and to classifying the construct validity of the items in the dimensions. 

By using SPSS for factor analysis run on 226 respondents and applied with the principle 

component analysis as well as Varimax rotation.  

Reading of KMO (Keiser-Meyers-Oklin) is a fundamental step in conducting the factor 

analysis. Followed by the step include Anti Image Matrices, by analyzing the value of anti-

image correlation with an ‘a-square and value of the item below .50 will be deleted. By this, 

the researcher will take in to considering the cumulative variance in order to ascertain the 

level that the items in each dimensions spread out. The better correlation between items for 

each variable demonstrated by the higher cumulative variance which under normal 

circumstances.  

 

4.4.2.1 Factor Analysis for Job Satisfaction 

The first step in before conducting the factor analysis is to done complete the KMO (Keiser-

Meyers-Oklin test) for dependent variable (Job Satisfaction). The acceptable KMO value for 

each dimension to be used in the study has to be close to 1.0 for factor analysis. In additional, 

it is asserts by Atyo, Adamson and Cant (2001), value of 0.5 for minimum factor loading for 

anti image while run for factor analysis. Item will be deleted from the study if the KMO test 

recorded below 0.50.    
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Hence, the readings for independent variable, job satisfaction registered for KMO was 

recorded with significant value .000The KMO test for job satisfaction recorded .721, close to 

1.0, with sig. value 0.000. KMO Value rules out factor loading analysis for this variable. 

Table 4.5 shows the KMO and Bartlett’s Test for Job Satisfaction.  

Table 4.5   KMO and Bartlett’s Test for Job Satisfaction 

KMO and Bartlett’s Test 

Kaiser-Meyer-Olkin of Sampling 

Adequacy. 

 

.721 

Barlets Test of Approx. Chi-Square 946.520 

Sphericity df. 66 

 Sig. .000 

 

In conducting factor analysis, all the components to be analysis, categorized these items into 

one component and all the items were identified. Based on the result in this study did not find 

any anti-image value below 0.5; this shows the values is standard. Table 4.6 shows the 

component matrix of Job Satisfaction construct. 

Table 4.6 

Component Matrix of Job Satisfaction 

 

 Items Component 1 

JS 1 I have the opportunity to do multiple tasks from time to time .799 

JS 2  I am free to use my discretion when performing my work .945 

JS 3 I feel satisfied with my pay with what I produced in my .700 
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organization 

JS 4 My work promises a good career prospect .687 

JS 5 I am satisfied with the organizational working environment 

including air conditioning, light and the surroundings 

.694 

JS 6 My supervisor guided me and helps to simplify my tasks .764 

JS 7 My superior perceived everyone as equally important .832 

JS 8 I received recognition due to my perfection in work .923 

JS 9 The promotion opportunity in this university is easy .564 

JS 10 I have a good relationship with my counterpart .634 

JS 11 I feel this university possesses good image at the eyes of 

public 

.822 

JS 12 The work policy which is practiced in this university is good .655 

 

4.4.2.2 Factor Analysis for Salary 

For the first independent variable is salary, the KMO readings registered .818, close to 1.0, 

with Sig. value 0.000. Justification for the value is good to further to the next step of the 

analysis. As stated by Atyo, Adamson and Cant (2001), minimum factor loading of 0.5 for 

anti image to be included in the factor analysis.  
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Table 4.7  KMO and Bartlett’s Test for Salary 

KMO and Bartlett’s Test 

Kaiser-Meyer-Olkin of Sampling 

Adequacy. 

 

.818 

Barlets Test of Approx. Chi-Square 908.777 

Sphericity df. 15 

 Sig. .000 

 

In conducting factor analysis, all the components to be analysis, categorized these items into 

one component and all the items were identified. Based on the result in this study did not find 

any anti-image value below 0.5; this shows the values is standard. Table 4.8 shows the 

component matrix of Salary construct. 

Table 4.8 

Component Matrix of Salary 

 

 Items Component 1 

SR 1 The salary that I received has driven me to work harder .761 

SR 2  The incentive such bonuses had motivated me to perform 

well in my job 

.715 

SR 3 I am being rewarded if my output is good .560 

SR 4 I receive a commensurate salary with what I have performed 

in my job 

.698 

SR 5 I am satisfied with my salary .595 

SR 6 The award such salary, recognition, annual leaves and 

allowances that I received is commensurate with my effort 

.756 
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4.4.2.3 Factor Analysis for Job Stress 

For the second independent variable, job stress the researcher begins by conducting the KMO 

before evaluating the factor analysis in order to able any dimensions to be used. The KMO 

value has to be registered close to 1.0 and qualifies to be used in factor analysis. As stated by 

Atyo, Adamson and Cant (2001), minimum factor loading of 0.5 for anti image to be 

included in the factor analysis. Any items registered below .50 will be deleted in this study.  

The KMO readings registered .679, close to 1.0, with Sig. value 0.000 for job stress to is 

acceptable further to the next step of the analysis. Table 4.9 shows the output of KMO and 

Bartlett’s Test for Job Stress 

Table 4.9   KMO and Bartlett’s Test for Job Stress 

KMO and Bartlett’s Test 

Kaiser-Meyer-Olkin of Sampling 

Adequacy. 

 

.679 

Barlets Test of Approx. Chi-Square 383.300 

sSphericity df. 15 

 Sig. .000 

 

In conducting factor analysis, all the components to be analysis, categorized these items into 

one component and all the items were identified. Based on the result in this study did not find 

any anti-image value below 0.5; this shows the values is standard. Table 4.10 shows the 

component matrix of Job Stress construct. 
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Table 4.10 

Component Matrix of Job Stress 

 

 Items Component 1 

JS 1 My work have to be done very fast .599 

JS 2  Lack of time to get done all the work finished .814 

JS 3 The heavy workload on my job .749 

JS 4 I prefer to stay busy on my job .488 

JS 5 I have conflict on job requests from my colleague  .785 

JS 6  My job is a routine work .864 

 

4.4.2.4 Factor Analysis for Career Promotion 

In conducting the factor analysis, for the third independent variable, career promotion the 

researcher follows the step in conducting the KMO before evaluating the factor analysis. The 

KMO value has to be registered close to 1.0 and qualifies to be used in factor analysis. As 

stated by Atyo, Adamson and Cant (2001), minimum factor loading of 0.5 for anti image to 

be included in the factor analysis. Any items registered below .50 will be deleted in this 

study.  

The KMO readings registered .839, close to 1.0, with Sig. value 0.000 for career promotion is 

acceptable to proceed to the next step of the analysis. Table 4.11 shows the output of KMO 

and Bartlett’s Test for career promotion.  
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Table 4.11   KMO and Bartlett’s Test for Career Promotion 

KMO and Bartlett’s Test 

Kaiser-Meyer-Olkin of Sampling 

Adequacy. 

 

.839 

Barlets Test of Approx. Chi-Square 1041.253 

Sphericity df. 21 

 Sig. .000 

 

All items were valued based on the analysis in one component and the factor analysis was 

conducted involve all the components. Based on the test, the study also did not find any anti-

image value below 0.5. Therefore, value is standard. Table 4.12 shows the component matrix 

of Career Promotion construct. 

Table 4.12 

Component Matrix of Career Promotion 
 

 Items Component 1 

CP 1 It is easy for me to get information pertaining to my career 

planning 

.633 

CP 2  My superior and me had a frequent discussion relating to my 

career development 

.563 

CP 3 I have been given ample opportunity to advance myself in 

my career 

.673 

CP 4 I am satisfied with the promotion practices in my university .822 

CP 5 I am satisfied with the promotion opportunity in my 

university 

.734 
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CP 6 The promotion exercise being given based on the merit via 

the job performance 

.715 

CP 7 The promotion treatment is equally granted in the  

 University 
.674 

 

4.4.2.5 Factor Analysis for Working Environment 

In conducting the factor analysis, for the following independent variable, working 

environment the researcher first establishes the KMO before proceed the factor analysis. The 

KMO value has to be registered close to 1.0 and qualifies to be used in factor analysis in 

order able for any dimensions to be applies in this study. A minimum loading factor of 0.5 is 

still followed to be included in the factor analysis (Atyo, Adamson & Cant, 2001 and any 

item that recorded below 0.5 will be deleted based on the test. 

The KMO readings registered .934, close to 1.0, with Sig. value 0.000 for working 

environment is acceptable to proceed to the next step of the analysis Table 4.13 shows the 

output of KMO and Bartlett’s Test for working environment.  

Table 4.13   KMO and Bartlett’s Test for Working Environment 

KMO and Bartlett’s Test 

Kaiser-Meyer-Olkin of Sampling 

Adequacy. 

 

.934 

Barlets Test of Approx. Chi-Square 8676.712 

Sphericity df. 66 

 Sig. .000 
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All items were valued based on the analysis in one component and the factor analysis was 

conducted involve all the components. Based on the test, the study also did not find any anti-

image value below 0.5. Table 4.14 shows the component matrix of Working Environment 

construct. 

Table 4.14 

Component Matrix of Working Environment 

 

 Items Component 1 

WE 1 I cannot fix my duties .737 

  WE 2  I cannot determine my work flow .727 

WE 3 I can choose how to perform my tasks .776 

WE 4 I have to struggle in order to complete job .683 

WE 5 My work is not a burden to me .762 

WE 6 I have to work in hurry to complete my tasks  .845 

WE 7 I have ample time to complete my tasks .622 

WE 8 I will face the same situation in my daily work routine .712 

WE 9 I agreed the way this university treat its students .738 

WE 10 I am proud the way this university handles the safety issue 

and services quality being given to the students 

.832 

WE 11 I am satisfied because the university managed to provide me 

with safe and comfortable working environment 

.717 

WE 12  My superior will help me if I get stuck in my work  .784 
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4.5 Descriptive Analysis 

The following step with proceed with descriptive analysis to further the study. It’s necessary 

to applied in this study to determined the overall range of answered from all respondents for 

each construct in the form mean and standard deviation. Hence, SPSS0 version 20.0 being 

used in this study to analyze the data received from the lecturers. Therefore, statistics for 

mean, median, mode and standard deviation for dependent variable, job satisfactions were 

recorded, followed by independent variables, salary, job stress, promotion  and working 

environment respectively.  

Reading on values of mean given priority to determine the goodness of the variable will be 

use in this study. By measure on a five Likert scale, the mean values of the variables were 

tested. In other words, the higher goodness of the variable associated with the higher number 

on the five-point scale. The values are nearer to five reflects positive answered while the 

values closer to zero reflects a negative answered from the respondents. In addition, equal or 

more than 4 for mean value shows a high agreement with a particular criterion. Besides that, 

equal or less than 2 for mean value were considered as low and a mean value of 3 was 

considered as a moderate agreement based on the analysis test.  

Mean value for this study overall at average moderate in nature, the higher mean value were 

recorded 3.5855 for job satisfaction and the lowest for promotion construct were recorded 

3.1757. Table below shows a descriptive analysis of all 5 variables.   
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Table 4.15   Descriptive Analysis 

Variables (n=226) Minimum Maximum Mean Std. 

Deviation 

Job Satisfaction 2.50      4.75 3.5383 .73524 

Salary 1.33 5.00 3.5855 .85002 

Job Stress 1.83 4.67 3.4122 .61044 

Career Promotion 1.43 4.86 3.1757 .80317 

Working Environment 2.50 4.17 3.3169 .77061 

 

4.6 Correlation 

Mayers, Gamst and Guarine (2006) indicate the meaningful of the pearson correlation is to 

identify the problem of multicollinearity, while as mentioned by Cooper and Schindler (2003) 

in different ideas of examined the extent about correlation there is no absolutely degree and 

scale on establishing correlation between variables that have  multicollinearity. They also 

further indicates value of 0.80 and above for correlation could cause in difficulty while a 

lower correlation deemed as satisfactory and acceptable for conduct a study.  

The correlation less than .20 consider as very weak relationship, as weak relationship 

between variables between .20 to .40, moderate correlation at range between .40 to .70. 

Strong relationship based on correlation .70 to .90 and followed by more than .90 as a very 

strong correlation Guilford (1956). Therefore, the relationship between variables will be 

tested for this study based on Guilford guiding principle. According to (Zickmund, 2003) 

correlation establish the relationship how satisfactory are and is not establish for cause and 
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effect.  

 

4.6.1 The Correlation of Salary, Job Stress, Career Promotion, Working Environment 

with Job Satisfaction 

Bases on the test run on correlation between all the variables, the highest correlation 

coefficient is registered between job satisfaction and working environment .672**, p<0.000 

followed by correlation coefficient between job satisfaction and Career promotion  .661**, 

p<0.000. Correlation coefficient between job satisfaction and salary was recorded as .648**, 

p<0.000 while the negative correlation is -.347 **, p<0.000 between job satisfaction and job 

stress.  

Based on the result for correlation, four variables namely Salary, Career Promotion and 

Working environment have a moderate correlation with the dependent variable, job 

satisfaction in this study. For other independent variables namely job stress and have a 

negative correlation with job satisfaction. In additional, negative relationship between job 

satisfaction and job stress indicated high stress lead to low satisfaction as well as lead to 

intention to leave from the current job among employees (Elangovan, 2001). Therefore, this 

indicates each construct is not similar and can be proceed analyzed for hypothesis testing 

with the dependent variable.  
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Table 4.16   Summary of Correlation between All the Variables 

 JS Salary Promo EN SN 

Job  Satisfaction 

(JS) 

1     

Salary .648** 1    

Career Promotion .661** .622** 1   

Working 

Environment (EN) 

 

.672** .574** .521** 1  

Stress (SN) -.347** -.210** -.168* -.414** 1 

**Correlation is significant at the level 0.01 (2-tailed) 

(Please refer to Appendix H for detail output) 

 

4.7 Multiple Regression 

The researcher completed the correlation analysis in the previous part to identify the level of 

relationship between the Salary, Job Stress, Career Promotion, Working Environment the 

independent variables and Job Satisfaction, the dependent variable. In this section, the 

researcher will identify the relationship between variables that has a stronger or weaker 

relationship to job satisfaction. Therefore, the result will be tested in regression analysis. 
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The variables having the significant value, is used in explaining the job satisfaction because 

they have highest beta value as follows, Salary (β=.238), CPromotion (β =.328) and Working 

Environment (β =.318). However, variable for Job Stress was found not to have a significant 

value with Job Satisfaction.   

Based on the results for each variable tested showed different beta values, but overall 

relationship with job satisfaction was significant, .000 expect for job stress (β =-.110, 

p≥0.05).  

Table 4.17   Multiple Regression analysis of Job Satisfaction 

Independent Variable Beta (β) Sig. R Square 

     Salary .238 .000 .286 

     Job Stress -.110 .016 .152 

     Career Promotion .328 .000 .388 

     Working environment .318 .000 .323 
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4. 8 Hypotheses Testing 

Table 4.18 Summary of Hypotheses results 

 Hypothesis 

 

Result 

H 1 There is a positive relationship between Salary and job satisfaction 

of UUM lecturers. 

Accepted 

H 2 There is a positive relationship between Job Stress and job 

satisfaction of UUM lecturers. 

Accepted 

H 3 There is a positive relationship between Career Promotion and job 

satisfaction of UUM lecturers. 

Accepted 

H 4 There is a positive relationship between Working Environment and 

job satisfaction of UUM lecturers. 

Accepted 

H 5 Salary has a significant relationship with the job satisfaction of 

lecturers. 

Accepted 

H 6 Job Stress has a significant relationship with the job satisfaction of 

lecturers. 

Rejected 

H 7 Career Promotion has a significant relationship with the job 

satisfaction of lecturers. 

Accepted 
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H 8 Working Environment has a significant relationship with the job 

satisfaction of lecturers. 

Accepted 

Based on the Table 4.18, it was found that seven hypotheses were accepted and only one 

hypothesis was rejected.  

 

4.9 Chapter Summary 

In this chapter, the finding on the response rate, demographic characteristics, the reliability of 

the study variables and the hypothesis have been presented. This chapter has also presented 

the analysis of the collected data, which shows the accepted and rejected hypotheses. The 

discussion of the results of the study will be done in the next chapter.  
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CHAPTER FIVE 

DISCUSSION CONCLUSION AND RECOMMENDATION 

 

5.1 Introduction 

This study aimed at identify  the relationship between salary, job stress, promotion , working 

environment and job satisfaction of lecturers in Universiti Utara Malaysia, UUM.  Research 

questions were formulated based on this study from the research questions in order to 

examine the major determinants that influence to job satisfaction of UUM lecturers. In this 

chapter will highlight about the outcome of the hypothesis testing, limitations and 

implications.  

 

5.2 Summary of the Findings 

The objective of this study was to examine the relationship between salary, job stress,  

promotion, working environment and job satisfaction among academicians in UUM.  

Besides, the second objective to investigate to what extent these determinants influences job 

satisfaction of UUM lecturers.  

Based on the result of the analysis tested, all determinants in this study verified a positive 

relationship that contributes to satisfaction UUM lecturers. In additional, the result of the 

regression was also apparent that an overall determinant has a significant relationship with 

the job satisfaction among academicians in UUM. However, only one variable namely, job 

stress has been tested there is no significant relationship with lecturers’ job satisfaction. In 
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this chapter the result will be further discussed.  

 

5.3 Relationship between Salary, Job stress, Career Promotion, Working Environment 

and Job Satisfaction  

The relation between all independent variables and job satisfaction registered a moderate 

correlation. This result shows that all variables are affect on the employees’ job satisfaction. 

Therefore, it is also important to concerns about the balancing for salary, job stress, 

promotion and working environment for the employees in order for maintaining a positive 

feeling of job satisfaction towards their employers.  

 

5.3.1 Salary and Job Satisfaction 

The result shows a moderate correlation between salary and job satisfaction among 

academicians in UUM. Finding of this study is supports the study done by Bassett (1994) 

shows that salary does not appears as a major determinant for increase employee satisfaction 

or reduces dissatisfaction. In other word, dissatisfaction of the employee still continuously 

increases although they received high salary.   

Job satisfaction of lecturer must take into consideration of all the important aspect such as the 

salary system, fringe benefit, reward, promotion opportunities, job security and working 

condition (Nguyen, Taylor, & Bradley 2003) for increasing the level of satisfaction in order 

decrease the level of intention to leave. 

 

5.3.2 Job Stress and Job Satisfaction  

Correlation analysis for job stress registered a weak correlation with job satisfaction. Based 
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on this finding is parallel to previous studies done by Vinokur- Kaplan (1991) stated that 

there is a negative relationship between job stress and job satisfaction where organizational 

structure, working environment and work overloads appears as a contributors. Result shows 

negative relationship for Job Stress due the nature of the working environment, which more 

salient and accepting the work stress towards the work in UUM. Therefore, job stress 

considered as an insignificant variable and uncorrelated with job satisfaction. 

 

5.3.3 Career Promotion and Job Satisfaction 

Based on the analysis, career promotion recorded a moderate relationship with the job 

satisfaction of lecturers. Promotion been given by employers must be in line with employees 

expectations that they perceive as being fair and justice are likely to experienced satisfaction 

towards their job. Finding of this study is supports the study done by Pergamit and Veum 

(1989) indicates the job satisfaction and promotion are associated with positive relationship.  

As explains by Nimalathasan (2010) promotion has been found as a predictor of job 

satisfaction effect on enhancing employee performance and advances for increasing sense of 

responsibility, personal growth in career as well as enhancing individual social status 

(Noohafiza 2010). Therefore, this finding indicates the existence of relationship between 

promotions with job satisfaction does affect the job satisfaction academicians in UUM. 

 

5.3.4 Working Environment and Job Satisfaction 

Based on the result in this study indicates highest relationship between working environment 

and job satisfaction of lecturers among other variables. The finding shows that working 

environment plays an important role for creating a positive working environment to the 
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employee to increase their satisfaction. For this, study also shows that UUM lecturers would 

experienced physical convenience and comfort in the workplace result in greater satisfaction.  

According to Robbins et.al (2009) job satisfaction affected by working environments, where 

employees need for a comfortable and convenience workplace. Providing comfortable 

working environments will lead to satisfaction as perceive by employees. Therefore, based on 

the correlation results, it is understood that working environment has a strong relationship 

with the level of job satisfaction towards the job.  

 

5.4 The Major Influence of Salary, Job Stress, Career Promotion, Working 

Environment to Job Satisfaction 

5.4.1 Promotion and Job Satisfaction 

The finding of this study found that opportunity for career promotion has the highest beta 

value indicating a significant relationship with lecturers’ job satisfaction. The criteria such as 

the length service of the lecturer, a position in a hierarchy and the superiority in age and 

educational background give an impact on lecturers’ promotion.  Previous findings from 

Khaleque and Rahman, (1983); Khaleque and Chowdhury, (1983) were found that higher 

level satisfaction among employees associated with high opportunities for promotion whereas 

dissatisfaction associated with lower opportunities for promotion.  

Finding of this study is supports the study done by Pergamit and Veum (1999) promotion has 

a strong effect on employee job satisfaction. To sum up, promotion should have significant 

value for the lecturer, explained further by Peterson and Ninseholz (1999), where promotion 

has no significant value when misuse it for the purpose of increase the productivity.  

 



 

72 

 

 

 

5.4.2 Working Environment and Job Satisfaction 

Based on the result also clearly indicates that working environment has the second highest 

beta value and significant relationship with lecturers’ job satisfaction. Finding of this study is 

supports the study done by Robbins et.al, (2009) has been found that working conditions 

positively correlated with the level of job satisfaction where employees desire for greater 

physical working environments. According to Greenberg and Baron (1995) have indicates 

that the lack of the comfortable working conditions significantly have an effect on employees 

both emotion and physically. 

The findings of this study, highlights the importance of working environment  lead  to 

employee intention to stay in the organization found that interrelated with the working 

environment, working durations, career advancement and high level of job satisfaction 

(Milman & Ricci, 2004). UUM lecturers will be experience satisfaction of lecturing working 

environment because they have a sense of attaining the university mission and vision in order 

to move the UUM forward. In other word, satisfied employee plays an important role in 

determining the job performance and intention to stay in the organization.   

 

5.4.3 Salary and Job Satisfaction 

The result of this study found that there is a significant relationship between salary and job 

satisfaction among academicians in UUM. As recorded by pervious study research that 

recognizes the significant influence of  

The low beta value recorded compared to promotion and working environment due to the 
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influence of living cost in UUM. Therefore, understand this situation in UUM, job 

satisfaction of lecturers have been given higher priority to promotion and working 

environment factors compared to salary. The influence of salary among UUM lecturers and 

satisfaction towards their job also comparing different working environments indicates the 

economic dissimilarity in rural area and city. Refers to statistics from  Expatistan (2014), 

comparing between Alor Star which is the nearest city to UUM, indicates the lower living 

cost which is 29% compare to Kuala  Lumpur. Therefore, demanding for less living expenses 

in the area lead to decrease need for higher salary of the UUM lecturers. In return, reduces 

the influence and effects on the job satisfaction of the UUM lecturers towards their job.  

 

5.4.4 Job Stress and Job Satisfaction 

The study shows there is one variable namely, job stress found that has a negative 

relationship. Besides, the study discovered that job stress also does not have a significant 

relationship with job satisfaction of lecturers in UUM. Finding of this study is supports the 

study done by Stamps and Piedmonte (1986) showed that job stress contributes to job 

satisfaction and there is a negative relationship. 

The findings of this study, highlights the importance of job stress lead to low satisfaction 

among UUM lecturers through the work-related burden that had been given by university 

management.  As defined by Alexandros Stamatios et. Al., (2003), employee experiencing 

job stress and pressure due to organization management. Therefore, management of the 

university is highly related to job satisfaction of lecturer in Universiti Utara Malaysia. 
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5.5 Limitations of the study  

A limitation for this study greatly affected by narrow scope of the study environment which 

is only focuses on job satisfaction of lecturers in University Utara Malaysia. In Malaysia, 

there are 52 higher institutions for both public and private universities collages, the small 

number of samples analyzed limit the generalizability of this study to the UUM lecturers.  

Followed by the limitation for this study is related to limited time to conduct this research. 

The researcher only have one year to complete the research. Therefore, the researcher needs 

to manage the time properly to make sure understanding of the relevant information 

regarding to the research topic and previous research with the results in order to complete the 

study in a short period of times.  

 

5.6 Future Recommendation 

5.6.1 Dean of the Schools 

This study opens a new direction in understanding the relationship of salary, job stress, 

promotion, working environment and the effects on job satisfaction specifically among the 

academic community in UUM. Working environment appears as a strong impact in 

increasing the job satisfaction of the UUM lecturers.  

Based on this study, it’s believed that gives an insight for the management of the university 

and government by creating the positive working environment could be increasing the level 

of job satisfaction among lecturers. Besides,  it is also explains the area of importance in 

terms of other factors such as promotion and salary that needs to be given priority and the 
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areas that are not significantly important such as job stress in the substance of academic 

community in  UUM.  

Nevertheless, opportunity for promotion should not be any particular department level. For 

those who performed and committed should be fairly treated and promoted in the university. 

Other than this, criteria for being promoted such as length of service, ability and skills which 

are have an impact on enhancing the job satisfaction level of lecturers.  

 

5.6.2 Future Researchers  

By adding a new variable, organizational commitment for the future research to be conducted 

would be another factor which could lead to employees’ satisfaction in the organization, 

company, factory as well as university. According to Lok and Crawford (2004), a study of 

organizational commitment and job satisfaction in the workplace has been widely 

investigated by researchers.  

The results of the studies indicated a strong correlation. In additional, organization 

commitment and job satisfaction have been reported effected on employee turnover in a 

workplace based on the pervious studied. Dissatisfied employees shows less committed with 

their job and have an intention to leave the current workplace. It’s also has been 

recommendation in the earlier studies that there were numerous antecedents of job 

satisfaction and organizational commitment.  

It is believed that the results of this study will be useful to the needs of the respective parties 

such as management of the universities, government and future researchers and the model of 

this study also expected to be adopted or adapted by the need of other researchers.  
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5.7 Conclusion 

From the results it shows that lecturers more concern on the promotion in the UUM. Other 

than promotion, others factors that affecting job satisfaction among UUM lecturers, the 

research found that there are two most significant factors that have positive relationship 

namely, salary and working environment. However, variable for job stress found that have 

negative relationship with job satisfaction.  

Ignoring these factors may cause a steep decrease in the satisfaction of lecturers, it is much 

more important to maintain a quality work force with productive effort. By decreasing 

workloads in the university can create a positive environment for the academic workforce and 

produce positive changes to the university such as decrease the rates of turnover and 

absenteeism.  
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