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This study main objective was to investigate the relationship between work 
commitment, work load, work environment, social relationship and 
remuneration with job satisfaction. While other objectives was to compare 
job satisfaction based on gender. A few hypotheses has been developed and 
tested. Out of 385 educators registered, 210 were selected as respondents. 
Simple random sampling technique was used to collect the data and data was 
collected within 2 weeks in the month of April 2014. The Pearson correlation 
test indicates that work commitment, work load, work environment, social 
relationship and remuneration had significant impact towards job 
satisfaction. While the result of t-test showed that there was no difference 
between male and female job satisfaction dealing with any aspect of applied 
sciences from fundamental sciences to applications in engineering systems 
and nature are solicited. 
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1. Introduction 

*Nowadays, the role of educators is not only 
totally confined to teaching but they are also 
required to do a variety of tasks such as research, 
publication, innovation, admin work, social work, 
involvement with students activities and innovation. 
Thus, with high job demand, job satisfaction is very 
important to ensure a university will have a quality 
and motivated educators. There were numerous 
studies being conducted in relation to job 
satisfaction among educators in various country 
including Uganda, Turkey, USA, UK, Sweden, Mexico, 
Israel, Hong Kong, Germany Australia, Pakistan and 
Malaysia (Lacy and Sheehan, 1997; Ssesanga and 
Garret, 2005; Santhapparaj and Alam, 2005; 
Saifuddin and Allah, 2010; Toker, 2011; Colakoglu 
and Atabay, 2014; Abdul, 2013). The previous study 
conducted indicate to us that job satisfaction is very 
crucial among the educators, since its will influence 
high quality job commitment, high quality educators, 
high quality of teaching, high quality learning, high 
quality students and ability to create a successful 
education system. In addition capability of a 
university to managed educators job satisfaction will 
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help the university to retain educators’ talents, 
enhance educators’ loyalty, lower absenteeism and 
attracting more new prospective educators to join 
education industry (Noraani, 2013a). Therefore, the 
objective of this research was to identify the 
relationship between work commitment and job 
satisfaction, workloads and job satisfaction, work 
environment and job satisfaction, social relationship 
and job satisfaction, remuneration and job 
satisfaction. Other objective was to compare male 
and female job satisfaction. 

Santhapparaj and Alam (2005) in their study 
highlighted that even there are frequent studies 
related to job satisfaction on educator staffs in UK 
and US. However, in Malaysia, limited of research has 
been conducted in this area while the academic 
working environment and job demand also changing 
rapidly worldwide. The educators face difficulty to 
manage tensions with the changing of workplace, 
especially in developing countries (Ssesanga and 
Garret, 2005). Furthermore, other researches 
highlighted that  educators who are not happy with 
their workplace were more expose and experience 
depression, low mood, anxiety, hopeless, worthless, 
restless, loss of appetite  and loss of concentration 
(Aziz et al., 2014). Their research findings which 
conducted in Malaysia revealed that only 5.1% out of 
the total respondent’s i.e. 317 educators experience 
high level of happiness. Thus, the researcher 
interested to pursue with this area of study. 
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2. Methodology 

Previous research and literature had study a lot 
of factors which contribute job satisfaction among 
the higher institution educators. Among the factors 
that lead to job satisfaction are pay, work, 
promotion, coworkers, support of research, support 
of teaching, fringe benefits, working conditions and 
supervision. However this study only discussed a 
few factors which contribute to educator’s job 
satisfaction including work commitment, workloads, 
work environment, social relationship and 
remuneration. In addition, the paper also discussed 
the influence of gender to job satisfaction as 
discussed below: 

2.1. Work load and job satisfaction 

Study conducted in Southern Nigeria by Akpofure 
et al. (2006) indicated that even most educators 
were not satisfied with their job but they were 
satisfied with their workload. Moreover, a study 
conducted by Noraani (2013b) also presented 
similar findings where there is a moderately strong 
correlation between daily workload among 
educators with their job satisfaction. Thus, the 
following hypothesis is developed: 

H1: There is significant relationship between 
workload and job satisfaction. 

2.2. Work commitment and job satisfaction 

Commitment is interrelated to satisfaction.  
Marmaya (2008) studied reported that there were a 
few studies conducted to investigate the relationship 
between job satisfaction and job commitment. It is 
believed that satisfied workers will be committed to 
their job and remains in the organization, while 
dissatisfied workers will intend to quit. Another 
study conducted by Fletcher (2007) in Kuching 
Sarawak among the counseling educators found that 
there was significant relationship between job 
satisfaction and work commitment. Thus, based on 
previous literature the following hypothesis has 
been developed: 

H2: There is significant relationship between 
work commitment and job satisfaction. 

2.3. Working environment and job satisfaction 

Working environment consists of working hours, 
job safety and security, esteem needs and 
relationship with top management and co-workers 
(Raziq and Maulabakkhsh, 2015). Study conducted 
by the two abovementioned researchers reported 
that there was positive relationship between 
working environment and job satisfaction. Other 
study conducted in Dominos Jaipur City indicates 
that working environment has an impact on job 
satisfaction. Thus, the following hypothesis has been 
developed: 

H3: There is significant relationship between 
working environment and job satisfaction. 

2.4. Social relationship and job satisfaction 

In life, social relationship is part of satisfaction 
which permits and provides an opportunity to 
employees to socialize such as having a lunch, taking 
a break and meeting customers. This will create a 
team cohesiveness and sense of belonging among the 
members of an organization and study conducted by 
Noraani (2013b) proved that there was positive 
significant relationship between interpersonal 
relationship and job satisfaction. While study 
conducted by Oshagbemi (2003) confirmed that 
having a good rapport with their colleagues will be 
able to increase educators’ job satisfaction. Thus, 
based on previous literature the following 
hypothesis has been developed: 

H4: There is significant relationship between 
social relationship and job satisfaction. 

2.5. Remuneration and job satisfaction 

Remuneration may include salary, bonus, 
commission, allowances, medical benefit, education 
facilities, transportation and insurance. A study 
conducted by Noraani (2013a) in four public 
universities in Kelantan which involved 320 
respondents proved that salary has an impact to job 
satisfaction. These research findings are similar with 
study conducted by Santhapparaj and Alam (2005), 
which revealed that pay and fringe benefits were 
significantly influence job satisfaction. Thus, by 
referring to past research, the following hypothesis 
has been developed: 

H5: There is significant relationship between 
remuneration and job satisfaction. 

2.6. Gender and job satisfaction 

When discussing about gender differences in job 
satisfaction perspective, previous literature two 
possibilities result where some proved that females 
were more satisfied than man and vice versa or no 
differences between male and female. Santhapparaj 
and Alam (2005) mentioned in their study that 
female educators’ staffs were more satisfied than 
male educators. The opposite, Sabharwal and Corley 
(2009) found out there was significant differences 
between male and female educators as per their 
discipline of study (science, social science, 
engineering and health). Overall result show female 
educators were less satisfied compared to male 
educators. A study conducted in Turkey also has 
similar findings where males educators were more 
satisfied than female (Ayhan et al., 2012). Lacy and 
Sheehan (1997) has conduct a study on job 
satisfaction among academic staff at international 
perspective for eight countries including Australia, 
Germany, Hong Kong, Israel, Mexico, Sweden, UK and 
USA showed that  male educators are more satisfied 
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compared to female educators. While, a few study 
indicated that there was no significant differences 
between male and female in terms of job satisfaction 
(Oshagbemi, 2003; Ali and Akhter, 2009). 

The dependent variable in the study is job 
satisfaction, while the independent variable consists 
of work load, work commitment, working 
environment, social relationship, working 
environment and gender as described in Fig. 1. 

 

 
Fig. 1: Conceptual framework job satisfaction based on the 

literature 

2.7. Population and sampling size 

The study is considered as hypotheses testing 
and examines the relationship between the 
independent variables that are work load, work 

commitment, working environment, social 
relationship, remuneration and gender with the 
independent variable that is job satisfaction. The 
data was collected randomly from educators in UiTM 
Samarahan Sarawak which comprises of 385 
educators both in Campus 1 and Campus 2. The 
numbers of educators was at as February 2014. By 
using Krejcie Morgan sampling technique, a total of 
210 respondents were chosen as respondents. Data 
was collected during the first and second week of 
April 2014 from both campuses. 

2.8. Data measurement and data analysis 

There were 54 questionnaire items was 
developed from a various past researchers 
comprises of questions related to work load, work 
commitment, working environment, social 
relationship, remuneration and gender and job 
satisfaction as its dependent variable. Table 1 shows 
the source of reference to develop the 
questionnaires. A 5 point Likert scale is used to 
evaluate answer ranging from strongly disagree, 
disagree, neutral, agree and strongly agree.  

The Pearson correlation is performed to identify 
the relationship between work loads, work 
commitment, working environment, social 
relationship, remuneration and job satisfaction. 
Furthermore, t-test is conducted to compare job 
satisfaction between male and female. 

 
Table 1: Source of reference 

Variables Type of Variables Sources 
Workload Independent Akpofure et al. (2006); Noraani (2013a) 

Work commitment Independent Marmaya (2008); Fletcher, (2007) 
Working environment Independent Jain and Kaur (2014) 

Social relationship Independent Santhapparaj and Alam (2005); Noraani (2013b) 
Remuneration Independent Marmaya (2008); Santhapparaj and Alam (2005) 

Gender Independent 
Lacy and Sheehan (1997); Oshagbemi (2003); Santhapparaj and Alam (2005); 

Sabharwal and Corley (2009); Ali and Akhter (2009); Ayhan et al., (2012) 
Job satisfaction Dependent Tella et al. (2007) 

 

3. Results and discussion 

Out of 210 total respondents and total 
questionnaires distributed, only 154 questionnaires 
were returned and able to be analyzed. The 
demographic profile of respondents is shown in 
Table 2. While the relationships of work load, work 
commitment, working environment, social 
relationship, remuneration with job satisfaction are 
presented in Tables 3-7. While the influence of job 
satisfaction based on gender is shown in Table 8. 

The relationship between workload, work 
commitment, working environment, social 
relationship and remuneration and job satisfaction 
can be seen in Table 3. 

Based on the result in Table 3 reported that there 
is moderate positive relationship between workload 
and job satisfaction with (r = 522, p < 0.05) p = 
0.000. It indicated that workload has influence job 
satisfaction. Thus, H1 is accepted and H0 is rejected. 

The subsequent objective is to identify the 
relationship between work commitment and job 
satisfaction. The analysis output in Table 4 reported 
that there is weak positive relationship between 
work commitment and job satisfaction with (r = 331, 
p < 0.05) p = 0.000. Thus, H2 is accepted and H0 is 
rejected. 

The third objective is to identify the relationship 
between working environment and job satisfaction. 
This is to identify whether working environment 
such as the surrounding of campus and office has 
influence educators job satisfaction. Table 5 reported 
that there is also weak positive relationship between 
working environment and job satisfaction with (r = 
273, p < 0.05) p = 0.000. Thus, H3 is accepted and H0 
is rejected. 

By referring to Table 6, it proven that there is a 
weak positive relationship between social 
relationship and job satisfaction with (r = 234, p < 
0.05), p = 0.000. Thus, H4 is accepted and H0 is 
rejected. 
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Table 2: Respondents demographic profile 
Variables Demographics No of Respondents (Frequency) Percentage (%) 

Age 

20-25 
26-30 
31-35 
35-40 

41 and above 

5 
36 
53 
37 
23 

3.2 
23.4 
34.4 
24.0 
14.9 

 
Gender 

 
Male 

Female 

 
45 

109 

 
29.2 
70.8 

 
Length of Service 

 
Less than 3 years 

4-6 years 
7-9 years 

10-12 years 
13-15 years 
16-19 years 

20 years and above 

 
50 
41 
22 
19 
14 
2 
6 

 
32.5 
26.6 
14.3 
12.3 
9.1 
1.3 
3.9 

 
Level of Education 

 
Degree 
Master 

PHD 

 
7 

141 
6 

 
4.5 

91.6 
3.9 

Marital Status 
Single 

Married 
65 
89 

42.2 
57.8 

 
Table 3: Relationship between workload and job satisfaction 

  Workload Job Satisfaction 

Workload 
Pearson Correlation 

Sig. (2 tailed) 
N 

1 
 

154 

0.522 
0.000 
154 

 
Job Satisfaction 

 
Pearson Correlation 

Sig. (2 tailed) 
N 

 
0.522 
0.000 
154 

 
1 
 

154 

 
Table 4: Relationship between work commitment and job satisfaction 

  Work Commitment Job Satisfaction 

Work Commitment 
Pearson Correlation 

Sig. (2 tailed) 
N 

1 
 

154 

0.331 
0.000 
154 

 
Job Satisfaction 

 
Pearson Correlation 

Sig. (2 tailed) 
N 

 
0.331 
0.000 
154 

 
1 
 

154 

 
Table 5: Relationship between working environment and job satisfaction 
  Working Environment Job Satisfaction 

Working Environment 
Pearson Correlation 

Sig. (2 tailed) 
N 

1 
 

154 

0.273 
.000 
154 

 
Job Satisfaction 

 
Pearson Correlation 

Sig. (2 tailed) 
N 

 
0.273 
0.000 
154 

 
1 
 

154 

 
Table 6: Relationship between social relationship and job satisfaction 

 Social Relationship Job Satisfaction 

Social Relationship 
Pearson Correlation 

Sig. (2 tailed) 
N 

1 
 

154 

0.234 
0.000 
154 

 
Job Satisfaction 

 
Pearson Correlation 

Sig. (2 tailed) 
N 

 
0.234 
000 
154 

 
1 
 

154 

 

The Pearson correlation is used to analyze the 
relationship between remuneration and job 
satisfaction. It intended to examine the influence of 
pay, bonus, insurance and other form of benefits 
influence to educator’s job satisfaction. The result 
shown in Table 7 revealed that there is weak 
positive relationship between remuneration and job 
satisfaction with (r = 319, p < 0.05) p = 0.000. Thus, 
H5 is accepted and H0 is rejected. 

The comparison of educators’ gender with job 
satisfaction 

Independent Sample t-test was used to examine 
whether there is differences on job satisfaction 
among the educators based on gender. Result in 
Table 8 show that there is no significant difference in 
employee job satisfaction either female or male 
when t (152) =- 0.966, p < 0.05. 
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Table 7: Relationship between remuneration and job satisfaction 

  Remuneration Job Satisfaction 

Remuneration 
Pearson Correlation 

Sig. (2 tailed) 
N 

1 
 

154 

0.319 
0.000 
154 

 
Job Satisfaction 

 
Pearson Correlation 

Sig. (2 tailed) 
N 

 
0.319 
0.000 
154 

 
 

1 
154 

 
Table 8: Gender and job satisfaction 

 
 
 

Job Satisfaction 

 
Levene Test for 

Equality of Variances 
T test for Equality Means 

 F Sig. t df Sig. (2-tailed) 

Equal Variance 
assumed 

3.217 .075 -.966 152 .336 

 
Equal Variance 

not assumed 
  -1.104 112.998 .272 

 

4. Conclusion 

Factors contributing to job satisfaction are work 
load, work commitment, working environment, 
social relationship and remuneration with job 
satisfaction. It means that the research findings are 
similar with previous literature review  as discussed 
in section 2. However, in terms of comparing gender 
and job satisfaction, the research finding is similar 
with research conducted by Oshagbemi (2003), Ali 
and Akhter (2009) that there is no significance 
differences between male and female in relation to 
job satisfaction. 

This study expected will able to create new 
knowledge to future researchers who are interested 
to conduct a similar study. However, the limitation of 
the study is the data could not be generalized for 
whole educators job satisfaction in public 
universities within Malaysia context generally and 
Sarawak specifically. The findings only represent job 
satisfaction among educators in UiTM Samarahan 
Sarawak. Besides that, one in terms of methodology 
only questionnaires is used to collect response from 
the respondents. The researchers recommend future 
researchers to widen the scope of study such as 
public universities in Borneo which include Sabah 
and Sarawak or in Malaysia that will include also a 
few public universities in West Malaysia and East 
Malaysia i.e. Sabah and Sarawak. Beside 
questionnaire, future researchers may also conduct 
interview by having focus group interview to have 
more accurate data. 
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