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ABSTRACT

This study investigates the impact Human Resoureeedpment practices
on UTM academic staff's job satisfaction. There faner elements of HRD will be
investigated which are i) Training and developm@htQrganization development,
iii) Career development, and iv) Performance mameyd¢. The research was
conducted in Universiti Teknologi Malaysia (UTM)k@&lai branch, Johor Bahru,
and the respondents in this study were acadenfic Atdotal of 95 questionnaires
collected out of 1110 questionnaires distributadjdating 8.5 percent rate of return.
The methods applied in this study include Chi Segusst, Mean score analysis,
Spearman Rho’s correlation analysis, simple limegression analysis, and multiple
regression analysis. There are four main resulthisistudy. First, the Chi Square
test showed that there is no significant differeaceong demographic factors on
academic staff's job satisfaction. Second, mearres@malysis showed that the
highest satisfaction level among variables waseraitevelopment, follow by overall
job satisfaction, organization development, tragnirand development, and
performance management. Third, Spearman Rho’slatome analysis revealed that
there is significant association between HRD pcasti with job satisfaction.
Interesting, the regression result showed that HiRiztices has positive significant
effect on academic staff's job satisfaction. Lastiggression result showed that
career development was found to be the most infilaleon academic staff's job
satisfaction, and then follow by organization depehent, performance management,

and training and development.



ABSTRAK

Kajian ini menyiasat impak amalan Pembangunan ®unMianusia pada
kepuasan kerja kakitangan akademik UTM. Terdapg@a¢nmsur HRD akan disiasat,
laitu i) Latihan dan pembangunan, ii) Pembangunayarasasi, iii) Pembangunan
kerjaya, dan iv) Pengurusan prestasi. Penyelidikkendijalankan di Universiti
Teknologi Malaysia (UTM), Cawangan Skudai, JohorhiBa dan responden-
responden dalam kajian ini merupakan kakitangardeaké&. Sejumlah 95 soal
selidik dikutip daripada 1110 soal selidik yangddigkan, menunjukkan 8.5 peratus
kadar maklum balas. Kaedah-kaedah yang digunakamdajian ini termasuk ujian
Chi Square, analisis Mean score, analisis korekpgarman Rho, analisis simple
linear regression, dan analisis Multiple regressi@mrdapat empat keputusan penting
dalam kajian ini. Pertama, ujian Chi Square merkkgn bahawa tiada perbezaan
signifikan antara faktor-faktor demografi denganpl@san kerja kakitangan
akademik. Kedua, analisis mean score menunjukkamavie tahap kepuasan
tertinggi antara pembolehubah-pembolehubah adaatbangunan kerjaya, diikuti
oleh kepuasan kerja keseluruhan, pembangunan sgganatinan dan pembangunan,
dan pengurusan prestasi. Yang ketiga, analisiddsir8pearman Rho mendedahkan
bahawa terdapat jalinan penting antara amalan-ant#RD dengan kepuasan kerja.
Selain itu, keputusan regresi menunjukkan bahawaaamamalan HRD mempunyai
positif signifikan impak pada kepuasan kerja kalg@n akademik. Akhir sekali,
didapati dari keputusan regresi, pembangunan kenagmpunyai pengaruh yang
paling tinggi pada kepuasan kerja kakitangan ak#demdan diikuti oleh

pembangunan organisasi, pengurusan prestasi atlaan dan pembangunan.
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CHAPTER 1

INTRODUCTION

1.1 Background of study

Education is very important to a country; it isalan investment for a
country’s long-run economic success. Successful cathn relies on the
contributions of endeavor, attachment, and the masiuable is the
professionalization of academic staffs. The emeygimowledge economy nowadays
needs educated, skilled, knowledge employees andréation of new knowledge to
boost economic growth. At the same time, globalmatand dynamic and fast
changing environment make the higher educationtutisins or universities under
pressure. Therefore, higher education instituticadamic staff play crucial roles in
higher education in accomplishing the missionsdafoation (Kuo, 2009). Eventually,
the response of academic staffs which are the nmopbrtant single resource

available to any institution is critical.

On 1 November 2007, the new entity, the Malay€amlifications Agency
(MQA) was launched with the enforcement of the Malan Qualifications Agency
Act 2007 (MQA, 2012). The changeover from previhesnbaga Akreditasi Negara



(LAN) to MQA which is a migration to an advancedagk symbolizes the maturing
of quality assurance in Malaysian higher educatidre move from LAN to MQA
brought about significant changes in the Malaysjamlity assurance system and
they are: i) to form a single, unified, transparantl private/public quality assurance
body; ii) the implementation of the national quabtions framework as a reference
point of qualifications; iii) to establish a reli@bnational information center on
accredited programs and qualifications. Effectivent 1/1/2009, the academic
programs offered by all government and private ersities in Malaysia must follow
the Malaysian Qualifications Framework (MQF) staiddaand procedures and
accredited by MQA. A series of guidelines, standaathd code of practices are
developed by MQA to enhance academic performanderatitutional effectiveness.
This is a big transformation in the Malaysia edimatystem, for example, learning
outcome is introduced, it is a statement of whatents should know, understand
and can do upon the completion over a period afystlihere are also other changes
which include the credit hours, academic staff djigation level, academic load and

etc. This transformation brings great challengdglataysia academic staffs.

In addition, Datuk Saifuddin Abdullah, who is DépwHigher Education
Minister of Malaysia, mentioned that the QS Worldiwgrsity Ranking could be
used as the benchmark for Malaysia higher educédi@auge a university. He also
stated that the improvement in research and dewnedop international collaboration
network and high-impact publications are importémtraise the rankings in QS
WUR (News Strait Times, 2012).

The quality of higher education institutions is toally related to the
lecturers’ high performance and job involvementaitaining their job tasks for
improving knowledge management and student lear(@agwar, Danial and Imran,
2010). Brock and Grady (1995) stated that teactsiniige career that employees with
least experiences and confront the most challengeresponsibility. Besides that,
Sarwar, Danial and Imran (2010) also argued theafpvactical work and experience,
human resource quality could be improved. The tuali education given by

lecturers is relying on their expertise, especiaity higher education level.



Furthermore, academic staffs are always provinf@peca vital human resource to
fasten organizational learning. As a result, thésfation and motivation of
academic staff are the principal requisite for acessful teaching and learning
practice. Academic staff's job satisfaction, comment, and retention to the
organization are very important to effective acagemstitutions. This was a
complex occurrence which involved diverse of indual, institutional and social
facets. There is a general perspective showeditthatl encourage academic staff
fulfill the institute’s objectives and missions they attains sufficient freedom,

sovereignty and job satisfaction.

According to Yusoff, Ripin and Awang (2009), theaee many studies
investigating the reasons that cause job satisfacnd dissatisfaction of academic
staff. In General, job satisfaction is regarding tverall attitude from employees to
their job (Robbins and Coutler, 1996). Weiss & Gnopano (1996) and Hulin &
Judge (2003) pointed that job satisfaction is aprapal decision regarding the
happiness level of an employee draw from their wibikt encompasses cognitive
and effectiveness. It is important to understand tmpacts of employee job
satisfaction because it is directly linked to th&ention to leave the organization and
the organizational commitment of employees. (Cogte®alazar, 2011 and Costen,
Salazar, & Antun, 2006).

It is also found in many academic staff job satisbn studies that there are
various factors that lead to job satisfaction, sasha previous study from Yusoff,
Ripin, and Awang (2010), the authors found thadaaaic staff's job satisfaction is
closely related to their feeling and attitude tacteing and their research. They also
stated that this would reflect the extent of théividual’'s needs and desires met and
the how the other employees perceived. Academit jeta satisfaction affects their
performance, confidence, motivation and ultimateipfluences students’
performance. According to Noordin and Jusoff (2008) positive and healthy
university climate will lead to an increment of deaic staff's job satisfaction.
Furthermore, it will also enhance the learning smvinent and boost up the

university productivity. Moreover, the authors alsentioned that academic staff’'s



job satisfaction is a forecaster of academic saiffitention to leave organization
which has a critical influence upon the effectivenef the university.

Job satisfaction is very important and should het neglected, because
commonly visions and beliefs, and a positive emument are the main force for
success. As a result, it is significant for univtgrso discover the level of academic
staff satisfaction and identify the extent of jolssdtisfaction in order to make

working force sustainable (Noordin and Jusoff, 2009

Another important element in this study is Humaes®urce Development
(HRD) practices. As mentioned earlier the qualifyhmman resource could be
improved via experiences and practical works. Tioeee HRD practices playing a
main role in academic staff's job satisfaction. fehare four elements of HRD will
be investigated, which are i) Training and develepm ii) Organization
development, iii) Career development, and iv) RenBmce management. These four
elements act as the independent variables ofésmarch and investigate the impacts

of them on employee job satisfaction.

1.2 Problem Statement

In 2011, Universiti Teknologi Malaysia (UTM) has dme upgraded to
Research University (RU). There are many changehisfevolution. The goals of
the Research University includ&ito be a leader in innovation; b) to produce world
class research outputs; c) to generate Nobel Rvineers; d) to produce high
impact research publications; e) to be a centexxotllence in prioritized areas of
the country; f) to protect research funds from stdy g) to attract and to graduate

high standard students; h) to attract the besh®r@academic staffs for teaching and



research; and i) to provide a conducive environnfiengtll the above. This is not
only affecting students but also academic staffse Transformation of UTM
becomes Research University has altered the huesaunce development of their
staff. One of the big changes was the nature ofgjohcademic staffs where the
nature of job of academic staff is more focusingt@aching previously, but now it
is more focus on research such as journal pulicafThere are also many new
elements added in academic staff performance ev@bjasuch as pattern and
copyright, industrial attachment, number of posigete student supervised, MOU,
conference proceeding, journal publication and €hese are the big changes and

challenges for academic staffs in UTNUnjversiti Teknologi Malaysia2012)

A research from Noordin and Zainuddin (2003) réeeathat there was
collectivist culture and moderate level of job skttion among Malaysians
(Hofstede, 1980; 1984). These findings supportréselts of their research on the
academic job satisfaction in public universitigs.the study, the authors found that
the Malaysia government is trying to improve thle gatisfaction level of academic
staff. Obviously, there is an urgent need to fulhderstand the factors that driving

job satisfaction in local universities.

According to Awang et. al. (2010), there is plentof studies investigating
the relationship between job satisfaction with paionomy, working environment
and management. A research from Sarwar, Daniallanah (2010) indicate some
major hindering factors of new teachers’ high perfance in higher education in
Pakistan, which includes lack of teaching exposlaek of training, overburden,
strict evaluation, inadequate materials and sugplieeffective communication,
difficulty in evaluating students’ work, low expatibn of teaching field career and
naughtiness of student and the level of performafideesh academic staff in higher
education could be improved. This phenomenon shothetl there are various
problems or difficulties faced by academic staffed at is crucial to solve the

problem.



According to Noordin and Jusoff (2009) researchcivlexamine the level of
job satisfaction amongst Malaysia academic staffyarsity academic staff's job
expectations have shifted and grew exponentiallgesent years. This will lead to
job related stress increasing, low morale and gilsfaction amongst academic staff.
The authors stated that academic staff’s job safisin has great influences on their
job performance and also student academic perfarenaiherefore, university
administration and academic staff are needed tperate to build a conducive
environment in the learning process. They alstedtaome negative effects of job
dissatisfaction such as low productivity, turnoypeoblem, absenteeism, tardiness,
lack of interest, low job performance, etc. Evefijudhe university learning

environment and performance of the university bdlaffected.

The problem of academic staffs’ is not only ocedrin Malaysia, but also
other countries. The result of a research about dd&demic that conducted by
Kinman and Jones (2008) showed that UK academicsdfdigh psychological
distress. In the author’s research finding states $ome countries recommend that
academic staffs have become relatively stressfuh wheir workforce and the

increase of higher education quality.

In addition, development of a country dependshenetducation of its citizens.
Concern about human resource development (HRDgasedd after a realization that
technology alone cannot yield the best outcompeaple do not advance (Bhargava,
2011). Using a similar analogy, it is believed thlitman resource development
(HRD) is an important factor to determine the ssgscer survivor of any economy
entities including university. Likewise, Kooij (201 suggested that employees’ job
satisfaction can be attributed to HR practices.cBipally, the HRD practices, for
example performance management and training anelaj@went, are also a crucial

factor determining academic staff’s job satisfactfooij 2010).

In summary, from the review above, the problenobf satisfaction is very

obvious in local universities in Malaysia, and HRRExctices are playing a vital role



in predicting academic staff’s job satisfaction.wéwer, little research has been done
on investigating of this problem from HRD perspeesi. This is an important gap to
be addressed and the solution of the problem willamly increase academic staff’s

job satisfaction but also improve our local univgrperformance indirectly.

1.3 Research Questions

This research particularly focuses on the relatigm between HRD practices
and UTM academic staff’s job satisfaction. As meméd earlier, the job satisfaction
of higher education academic staffs is a cruciament for a nation's education
development and it is found that local universitademic staff's job satisfaction is
low or medium. Job Satisfaction was also being mispecial focus into searching
the answer to understand why some people are nabisdiesd with their job than
others. There are two lines of research in thidystwhich are HRD and employee
job satisfaction. This study investigates the inipeficHRD practices on academic
staff's job satisfaction. In this study, there domr elements of HRD will be
investigated which are i) Training and developm@éhtQrganization development,
lii) Career development, and iv) Performance mameayg.

The research questions in this research include:

1. What is the level of HRD practices and jobsfatition of UTM academic
staffs?

2. What is the relationship between HRD practices @TM academic staff's

job satisfaction?

3. Which HRD element is the most critical prediaidjob satisfaction?



Based on the research question, the following thgses have formulated.
The statistical test will be performed based on tlea collected from the
questionnaire distribute to Universiti Teknologi lsigsia (UTM), Skudai academic

staffs.
Hypothesis 1: Training and Development practice $ignificant impact on
academic staff’s job satisfaction

Hypothesis 2: Organization Development has sigaifidmpact on academic

staff's job satisfaction

Hypothesis 3: Career Development has significapigichon academic staff’'s

job satisfaction

Hypothesis 4: Performance Management has signtficapact on academic

staff’s job satisfaction

1.4 Objectives of study

This study embarks on the following objectives:

1) To measure the level of HRD practices and jdisfe&tion in UTM academic
staffs.

2) To explore the relationship between HRD practicd job satisfaction.

3) To identify the critical predictor of HRD to jadatisfaction.



15 Scopes and limitation of study

The research is carried out at UTM in context diMJculture, which may
affect the result. The respondents of this stuéytlae academic staff from UTM, this
sample size is sufficient to present the whole paimn of UTM, but it can only be
considered as evidence from a regional context,camtiot accurately illustrate the

entire country local university academic staff's gatisfaction.

Moreover, the factors behind job satisfaction nhaydifferent, or at least
have different importance, in different culturesheTrespondents in this study are
academic staff; therefore, the result of this stondy not be applicable for other field
or career. Besides, the research is focused omrpact of HRD practices on job

satisfaction. There are also other elements tiiettgbb satisfaction.

1.6 Significance of study

It is found that there was limited or few stud@s topics concerning the
impacts of HRD practices namely Training and Depgient, Organizational
Development, Career Development and Performancealyianent on university
academic staff's job satisfaction. This researchldi@nrich the existing literature on
HRD practices in Malaysia universities’ academadfs job satisfaction.

Finding value creation processes generated by HRDtices will encourage
the university to use available human resourcenfrove not only the UTM but also
the other research universities in Malaysia. Humesource is the most precious

resource any organization, therefore if the uniyerdeploy and develop academic
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staffs strategically, it will generate a great cetipse advantage for the university
itself and also for the country.

1.7 Definitions of terms

1.7.1 HRD Practices

A definition from Swanson (2009) “HRD is a processdeveloping and
unleashing expertise for the purpose of improvimg drganizational system, work
process, team, and individual performance.” Besitted Swanson also emphasized
that in an organization, HRD programs is alwaysniglplace under the additional
banners of training and development, career managgrmrganization development,

performance improvement, organizational learniegdership development, etc.

In this study, the components of HRD practice wpliad are: i) training and
development, ii) organization development, iii) emr development, and iv)

performance management.

1.7.2 Training and Development (T&D)

According to Armstrong-Stassen (2006), trainin@ isystematic and planned
coaching activity to encourage learning which fesu®n practical skills and is

concerned with utilizing and executing techniquesd gorocesses to develop



11

employees’ competency and skills in order to enbatheir performance. On the
other hand, according to Noe, Hollenbeck, Gerhak/ght (2004), developmental
activities does not necessarily allied with the Ewpe's current work, it is also
preparing for the organization’s future. Developinieelps employees preparing for

changes of jobs, new tasks, or new requirements.

1.7.3 Organization Development (OD)

According to Parsch and Baughman (2010), “orgdimaalevelopment (OD)
iIs based in the behavioral sciences disciplines psfchology, sociology,
organizational behavior, and management, with §pdoicus on the human side of
organizations.” According to Anderson et al (20Qh§ objective of OD is to provide
organizational change to enhance improvement iarorgtions. OD activities are
designed to improve the organization’s functionthgough enabling organization

members to manage their team and organization@ireugffectively.

1.7.4 Career Development

Hite and McDonald (2008) stated that in generadjde-based definition that
integrates the individuals and the systems andralated to HRD. That is, the career
development is a continuing process of planning dirdcted action to attain
individual work and life goals. Specifically, thewklopment is defined as growth,
continuous learning and application of skill se@areer Development is the product
of the personal career planning and the providggb@i and opportunities from
organization generally through a collaborative pssc (Simonsen, as cited in
Simonsen, 1997, pp. 6-7).
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1.7.5 Performance Management

According to Smither (2009), over the past decadeso, the phrase
“performance appraisal” was replaced by the termrfggmance management” in
many organizations. Whereas performance appramaiséd the (usually annual)
appraisal of an employees’ performance, performamemagement denotes the
continuing route that consists of goals settingining and developing employee,
giving feedback, assessing employee’s performararendlly, and associating
performance to reward and recognition. The purpdgeerformance management is

not only to improve employees’ performance but g&osatisfaction.

1.7.6 Job Satisfaction

A most-used definition of job satisfaction in arngzational research from
Locke (1976), defining job satisfaction as a pwsiand pleasing emotional
condition that cause by from the appraisal ofrtherk or working experience (p.
1304). A popular job satisfaction instrument-Minotas Satisfaction Questionnaire
(MSQ, Weiss et al. 1967), which uses 20 facets ddtermine employees' job
satisfaction, which facets are: ability utilizatjon accomplishment, activities,
promotion, authority, company policy and practiempensations, colleague,
creativity, independence, moral value, recognitiaesponsibilities, security, social
services, social status, human relation supervisemnnical supervision, variety, and

working conditions.
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