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ABSTRACT

The inspiration of this study is to discover if there is any relationship between
job satisfaction and job performance in the case of a shipbuilding company in
Malaysia, Boustead Naval Shipyard Sdn. Bhd. (BNS). Any company would oblige to
emphasize in managing their employee job satisfaction and job performance in order
to fulfil their company objectives and business goals. From the previous studies, it can
be summarized that job satisfaction is not an affect from any single factor. It is an
affect from multiple combinations of factors such as variety, company policies,
supervision, security, compensation, advancement, co-worker, responsibility,
recognition, and achievement. All of these factors also were found to have an impact
toward job performance. Descriptive analysis method was used, and survey has been
carried out using questionnaires as the research instrument. Survey was done in one of
the BNS department, BNS LCS design department due to its suitable size of
employees and due to the tight schedule in order to finalize the project report by
December 2019. By using Simple Random Sampling Method, the data from 70
numbers of respondents were analysed. The statistical package used to run all the
statistical analysis was IBM SPSS, version 26. The results of the analysis were derived
by using mean score method, correlation analysis and regression analysis. In
conclusion, it was found that 79% of job performance was significantly impacted by
combination of three job satisfaction factors, namely variety, supervision, and
recognition. These factors were the main contributor towards impacting the
performance of employee in BNS LCS design department. Finally, this study shows
that there is relationship between job satisfaction and job performance in a case of a
shipbuilding company in Malaysia.
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ABSTRAK

Inspirasi kajian ini adalah untuk mengetahui sama ada terdapat hubungan
diantara kepuasan kerja dengan prestasi kerja dalam kes sebuah syarikat pembinaan
kapal di Malaysia, Boustead Naval Shipyard Sdn. Bhd. (BNS). Mana-mana syarikat
memberi penekanan dalam menguruskan kepuasan kerja pekerja mereka dan prestasi
kerja untuk memenuhi objektif syarikat dan matlamat perniagaan mereka. Kajian
terdahulu menunjukkan, bahawa kepuasan kerja tidak sekadar dipengaruhi oleh satu
faktor tunggal. lanya adalah kesan dari beberapa kombinasi faktor seperti pelbagai,
dasar syarikat, pengawasan, keselamatan, pampasan, kemajuan, rakan sekerja,
tanggungjawab, pengiktirafan, dan pencapaian. Kesemua faktor ini juga didapati
mempunyai kesan terhadap prestasi kerja. Kaedah analisis deskriptif telah digunakan
dan tinjauan telah dijalankan menggunakan soal selidik sebagai instrumen kajian.
Kajian dilakukan di salah satu jabatan BNS, iaitu jabatan reka bentuk LCS kerana
mempunyai saiz pekerja yang sesuai dan kerana jadual yang ketat untuk
memuktamadkan laporan projek iaitu pada Disember 2019. Dengan menggunakan
kaedah pensampelan secara rawak, data dari 70 responden dianalisis. Pakej statistik
yang digunakan untuk menjalankan semua analisis statistik adalah IBM SPSS, versi
26. Hasil analisis diperolehi dengan menggunakan kaedah skor min, analisis korelasi
dan analisis regresi. Sebagai kesimpulan, didapati bahawa 79% prestasi kerja
bergantung kepada gabungan tiga faktor kepuasan kerja, iaitu variasi, pengawasan,
dan pengiktirafan. Faktor-faktor ini adalah penyumbang utama terhadap prestasi
pekerja di jabatan rekabentuk LCS. Akhirkata, kajian ini menunjukkan terdapat
hubungan antara kepuasan kerja dengan prestasi kerja dalam kes syarikat pembinaan
kapal di Malaysia.
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CHAPTER 1

INTRODUCTION

1.1 Introduction

The inspiration of this study is to take a look at the relationship between job
satisfaction and job performance in the case of a shipbuilding company in Malaysia,
Boustead Naval Shipyard Sdn. Bhd. (BNS). This introduction chapter will briefly
present the significance of job satisfaction towards job performance, problem
background, research objectives, purpose of the study and the organization in focus.
BNS is an organisation involved with the construction of commercial ship as well as
the fabrication and maintenance of naval vessels. The main operation centre for BNS

is located inside Royal Malaysian Naval Base in Lumut, Perak.

1.2 Problem Background

In today's global context, many companies face complex challenges to
improve the level of employee job satisfaction and, as a result, strengthen their
commitment towards the company in order to achieve competitiveness upper hand
and retain the retention of their employees. This topic of organizational management
has been the attention especially company management as it will results in the
improvement that will benefits the individual employee as well as the company as a
whole. The main focus will be in understanding the employee’s attitude and
behaviour towards job satisfaction and job performance. Employees that are satisfied
with their job will usually be a productive worker in meeting with the company

objective and goals. (Steinhaus and Perry, 1996)



Job satisfaction by definition according to Mosadegh et al. (2006) is the state
of psychological of an individual perceive towards his or her work. This means that
the reaction and belief of an individual employee on the different job elements
(intrinsic and extrinsic) towards their company. Examples of the elements in which
related to job satisfaction are salary, benefits, advancement, supervision, job scope,
and relationship among co-workers (Misener et al., 1996). Simatwa (2011) indicates
that job satisfaction has a direct relationship with the level of a person’s needs are
met from performing a job. Thus, further indicates that job satisfaction is a feeling of
enjoyable emotion as a result from the work completed. According to Kuria (2011),
job satisfaction at the highest level together with the productivity of the employee is
when job security is sustained from financial crisis, effort recognition, when there is
opportunity in contributing views and proposals, the togetherness in making
decisions, clear definition of work scope and duties, advancement opportunities,
better benefits, encouragement incentive, and safety measures, and a healthy

environment with trust and respect shown from everyone.

Job satisfaction is becoming a challenge for companies all over the world
because of factors for instance the accessibility to the appropriate talents,
competition, globalizations, superior-subordinate relations, the differences in
expectations and maintaining conducive working environment. There is a need for
the current employer to develop and execute a strategic effort in order to satisfy the
current employees to increase their loyalty while decreasing the high level of
resignation together with its associated costs. Mitchell et al. (2001) indicates that

voluntary turnover is now a major concern for most of the companies.

Currently, the employment market is expanding and changing quickly. It is
the obligation of the company management to adjust and quickly react in order to
make the company sustainable, cost effective and detached to any economic strain.
In an effort to achieve this, it is essential to meet the employees needs because they
are the driving factor of any company. According to Young (2006) and McCrea
(2001), the employee loyalty that exists 30 years ago has now decline to the extent
that it has becoming one of the challenges faced by companies globally. It is a

common trend now days for an employee to change his or her job ten times in



between the age of eighteen to thirty-seven years old. This issue rises from the
common believe that the organization can acquire new talent to substitute what the
organization has loss. Based on the article, “The battel for brainpower” (2006),
which indicates that the companies now days needs to manage their talent better as
the job demands have gone global. This is due to globalization in which would
provide exposure to the employee to the available local and international job

demands and opportunity.

For a company, it is important to recognize their employees as the key assets
that would result in the success or failure of a company. The loss of employee due to
unsatisfaction would result in loss of competency, which leads to decline in
productivity, and finally project delays. According to Mello (2015), having a good
employee retention is important as the organization would have gain sustainability by
ensuring client satisfactory and by having appropriate employee advancement policy
in place.

Gibson et al. (1979) indicates that the performance of employee can be
categorized into 3 levels, namely individual, group and organizational performance.
Organizational performance would derive from both group performance and
individual performance. Whereas, the group performance would derive from only
individual performance. The definition of organization performance is the job
performs by a person and the job done together with others. Each and every
individual performance in an organization is linked to their level of job satisfaction
and this would also result in the overall performance of the organization. Thus, this
would indicate that there is a linkage between job satisfaction towards job

performance of employee.



1.3 Organization in Study

Boustead Naval Shipyard Sdn. Bhd. (BNS) has been chosen as the
organization in study. BNS is a subsidiary company of Boustead Holdings that deals
with the fabrication and maintenance of ships such as ferries, tugboats, offshore
supply vessels, naval ships, and submarines. BNS was founded in 1984, which was
formerly known as Royal Malaysian Navy (RMN) Dockyard. BNS is located
strategically inside the RMN base in Lumut, Perak. In total, the yard currently
employs more than 500 employees covering various department such as marine
repair, quality, administration, yard service, health and security, and design
department. The following Figure 1.1 shows the aerial view of the shipyard.

Figure 1.1 Aerial view of BNS



1.4 Problem Statement

In order to have a high productivity and efficiency, an organization need to
set a high priority on organization objectives and goals. This also requires a high
level of job satisfaction that will makes the employee to perform job at his or her
best. A satisfied worker will normally work harder, they work late hours, focus on
their productivity, have an excellent commitment, and able to make sacrifices for the
organization they work with. Each company would need apply the rule of creating a
happy workplace environment for their employees. A happy employee would be
motivated to do their job and give the best in terms of performance. This would then
increase the overall level of organization performance with each and every employee
is at his best performing level. In other words, the performance of the organization
will much depends on the level of happiness of employees and their effort and

commitment towards the organization.

The trend towards globalization, technology development, and new business
practices in Malaysia continue to influence organization. Many companies face an
intense challenge in improving employee satisfaction and job performance in order to
make the organization successful. Generally, workers will be happier when they
know that the work in which they have performed is reasonably compensated. These
workers are therefore more loyal to the company, have higher retention levels and
appear to be more efficient. Performance management and employee satisfaction are
two fields where employers are faced with challenges. Using performance
management methods such as performance appraisals to assess and measure
employee performance comes with its own challenges, which are usually
unpredictable. Only after sophisticated appraisal program is in placed that they
realized the problem associated with them. Nevertheless, managers can use surveys,
employee reviews and supervisor analysis to identify the problems that exist within

both job satisfaction and performance evaluations.

Some company motivates its employees to work efficiently by providing
some training and development programs and offering various benefits for employee

performance that is satisfactory. Although benefits and development programs were



offered by the companies to motivate their employees, job satisfaction issues still
exist. The job satisfaction and job performance relationship was the focus of much
study for administrative consequences in the field of industrial / organizational
psychology. The job satisfaction and job performance relationship has been the focus
of study in much of industrial/organizational area for managerial implications.
Although multiple relationship models have been suggested and proposed, to date
research does not identified the appropriate causal model to explain the relationship

between job satisfaction and job performance.

1.5  Aim of the Study

The specific aim of the study is to assess the relationship of job satisfaction
towards employee job performance from the perception of the employee themselves

and how this relationship affect BNS employees.

1.6 Research Objectives

The specific objectives of the study are as follow:

@ To develop framework relating job satisfaction towards employee job

performance.

(b) To determine the level of job satisfaction and the level of employee job

performance.

(© To investigate the relationship of job satisfaction towards employee job

performance.



1.7

Research Questions

The following three (3) research questions have been derived with reference

to the problem statement as mentioned in the previous section and they are as follow:

(@)

(b)

(©)

1.8

What are the important job satisfaction factors that might contribute to overall

job performance?

What is the level of job satisfaction and job performance among employees in
BNS?

What is the relationship between job satisfaction and employee job

performance in the case of BNS?

Research Hypothesis

Only 1 hypothesis will be tested that is focusing on determining the

relationship between job satisfaction and employee job performance.

H1: There is positive influence of job satisfaction towards employee job

performance.

1.9

Significance of the Study

To BNS management, the results from this study would expect to provide the

answer to the question on employee perception towards the current level of job

satisfaction and the level of job performance in BNS. This study will also help the

management to identify which main job satisfaction factors that will significantly

impact the employee job performance. It is suggested, as a response the management

will take a quick appropriate action to formulate a better policies and strategy. This is



with the aim to promote satisfaction and happy workforce environment, thus
increasing the overall performance of the company.

To future researchers, this study would act as literature to provide an insight
on the relationship of job satisfaction and job performance of a shipbuilding

company in Malaysia.

1.10  Scope of the study

The scope of the study has been concentrated on one of the BNS department
that is the LCS Engineering Department with an overall size of personnel of 80. The
respondents have been classified into (3) categories of staff which were Non-
executives, Executives and Manager. Employee participation was based on voluntary

basis.

This department is chosen considering the time constrain and the available
resources to complete the study by December 2019. The organisation performance
mention herewith is coming directly from the employee feedback in terms of

perception and not related to any financial indicator of the organisation.

1.11  Outline of Project Report

This project report has been prepared according to the “Thesis Guidelines”

(2018).The outline for the entire project report is as shown below:

@ Introduction — the main aim is to describe the problem background, problem
statement, organization is study, research questions, research objectives and

scope of study.



(b)

(©)

(d)

(€)

Literature Review — to provide description and evaluation of previous study
based on the same area of research and theory in relation to the research

problem being investigated.

Research Methodology — to present the procedures or method used in
identifying, selecting, processing and analysing information based on the

selected topic.

Results and Discussion — to explain and present the results in most

comprehensive manner by using tables and figures.

Conclusion and Recommendations — to provide conclusion to the study based
on the set objectives. To include recommendation and suggestion for the
management and future researchers that would be derived from the discussion
and conclusion together with references taken mostly from the literature

review.



REFERENCES

Arnold, H. J., & Feldman, D. C. (1986). Organizational behavior. New York, NY: McGraw-
Hill.

Arnold, K. A., Barling, J., & Kelloway, E. K. (2001). Transformational leadership or the
iron cage: Which predicts trust, commitment and team efficacy? Leadership and
Organization Development Journal, 22(7), 315-20.

Arnolds, C. A. & Boshoff, C. (2004). The management of the early stages of restructuring in
a tertiary-education institution: An organisational commitment perspective. South
African Journal of Business Management, 35(2), 1-14.

Baron, A. R. & Greenberg, J. (2003). Organizational Behaviour in Organization:
Understanding and managing the human side of work. Canada: Prentice Hall.

Bassett, G. (1994). The case against job satisfaction. Business Horizons, 37(3), 61-68.

Boogie, T. (2005). Unhappy employees. Credit Union Management, 28(4), 34-37.

Bothma, R. A. (2015). The relationship between job satisfaction and job performance in a
manufacturing firm in the Vaal Triangle (Master’s thesis, North West University,
South Africa). Retrieved from https://dspace.nwu.ac.za

Brainard, J. (2005). Postdoctoral researchers value structured training over pay, survey says.
The Chronicle of Higher Education, 51(32), 21.

Chen, J. (2004). Leadership effectiveness, leadership style and employee readiness.
Leadership & Organization Development Journal, 26(4), 280-288.

Clark, A. E. (1997). Job satisfaction and gender: Why are women so happy at work? Labour
Economics, 4, 341-372.

Cohen, R. J. & Swerdlik, M. E. (2002). Psychological testing and assessment: An
introduction to tests and measurement (5th ed.). New York, NY: McGraw-Hill.

Cohen, J. (1988). Statistical power analysis for the behavioural sciences (2™ ed.). Hillsdale,
NJ: Lawrence Erlbaum Associates, Publishers.

Cummings, K. (1970). Job satisfaction and performance. Journal of Social Psychology,
141(5), 541-563.

Davis, K. & Nestrom, J. W. (1985). Human behavior at work: Organizational behavior (7th
ed.). New York, NY: McGraw-Hill.

57



Dohoo, I. R., Ducrot, C., Fourichon, C., Donald, A., & Hurnik, D. (1997). An overview of
techniques for dealing with large numbers of independent variables in epidemiologic
studies. Prev. Vet. Med, 29: 221-239.

Ellickson, M. & Logsdon, K. (2002). Determinants of job satisfaction of municipal
government employees. State and Local Government Review, 33, 173-184.

Frimpong, O., Nana, N., Sonny, B. & Charles, T. (2013). The effect of service quality and
satisfaction on destination attractiveness of sub-saharan african countries: The case
of Ghana. Current Issues in Tourism, 16, 627-646.

George, D., & Mallery, M. (2003). Using SPSS for windows step by step: A simple guide
and reference. Boston, MA: Allyn y Bacon.

Gerald, O. & Assumpta, K. (2016). Effects of task identity of the performance of employees
of the Suprement Court of Kenya. International Journal of Management and
Commerce Innovations, 4(2), 921-925.

Gibson, J. L., John, M., Ivancevich, H., & Donnely, J. (1991). Organizations, Behavior,
Structure, Process. Irwin: Illions.

Green, S. B. (1991). How many subjects does it take to do a regression analysis?
Multivariate Behavioral Research, 26, 499-510

Hettiarachchi, H.A.H. (2014). Impact of job Satisfaction on job Performance of IT
professionals: With special reference to Sri Lanka. International Journal of Reseach
of Information Technology, 2, 906-916.

Hoy, W. K., & Miskel, C. G. (1991). Educational administration, theory, research and
practice. New York, NY: McGraw-Hill.

Huysamen, G. K. (1990). The application of generalizability theory to the reliability of
ratings. South African Journal of Psychology, 20(3), 200-205.

Katzell, A., Barret, C., & Porker (1952). Motivation and Labour Turnover, Irwin Inc.
[lions.

Kornhanuser, F. & Sharp, P. (1976). Job satisfaction and motivation of employees in
industrial sector, Journal of Social Psychology, 145, 323-342.

Kreitner, R. & Kinicki, A. (2001). Organizational behavior: Key concepts, skills and
practices. New York, NY: McGraw-Hill.

Luthans (1985). Organization behavior (4th ed.). Ann Arbor: Univeristy of Michigan.

Mirvis, P. & Lawler, E. (1977). Measuring the financial impact of employee attitudes.

Journal of Applied Psychology, 62, 1-8.

58



Mugenda, O. M. & Mugenda, A. G. (2003). Research Methods, Quantitative and Qualitative
Approaches. Nairobi: ACT.

Mullins, L. J. (2002). Management and organisation behaviour (6th ed.). London, UK:
Prentice Hall.

Nel, P. S., Haasbroek, G. D., Schultz, H. B., Sono, T. & Werner, A. (2004). Human
resources management (6th ed.). Cape Town: Oxford University Press.

Opatha, H.P. (2002). Performance Evaluation of Human Resource (1st Ed.). Colombo, Sri
Lanka: the Author publication.

Organ, D. W. & Hammer W. C. (1991). Organizational behavior: An applied psychological
approach, Texas: Business Publications.

Oshagbemi, T. (2000). Gender differences in the job satisfaction of University Teachers.
Women in Management Review, 15, 331-343.

Peng, Y. P. (2014). Job satisfaction and job performance of university librarians: A
disaggregate dexamination. Library & Information Science Research,36, 74-82.

Pergamit, M. R., & Veum, J. R. (1999). What is a Promotion? ILR Review, 52(4), 581-601.

Peterson, D. K., Puia, G. M., & Suess, F. R. (2003). An exploration of job satisfaction and
commitment among workers in Mexico. Journal of Leadership & Organizational
Studies, 10(2), 73-88.

Porter, L. & Lawler, E. (1968). Managerial attitudes and performance. Homewood, IlI: Irwin
Dorsey.

Robbins, S. P. (2001). Organizational Behavior (9th Ed.). New York, NY: Prentice-Hall.

Saiyaden, M. A. (1993). Human Resourves Mangement. New Delhi: Tata McGraw-Hill
Publishing Co. Ltd.

Sarantakos, S. (1998). Social Research (2nd ed.), South Melbourne: MacMillan Education
Australia.

Saunders, M., Lewis, P. & Thornhill, A. (2009). Research Methods for Business Students
(5th ed.). Harlow: Pearson Education Limited.

Sclafane, S. (1999). MGA managers in sync with employees on job satisfaction
issues, National Underwriter, 103(22), 4-24.

Sekaran, U. (2000). Research methods for business: A skill business approach. New York,
NY: John Wiley & Sons.

Smith, P. C. & Cranny, C. (1968). Psychology of men at work. Annual Review of
Psychology, 19, 467-496.

59



Stella, A. O. (2013). Job satisfaction and employee performance within the
telecommunication industry in kenya: a case of airtel kenya limited (Master’s thesis,
Kenyatta University, Kenya).

Stoner, A. F. & Freeman, R. E. (1992). Management (5th ed.). Harlow, UK: Pearson
Education Limited.

Sweeney, A. P., & McFarlin, D. (2005). Wage comparison with similar and dissimilar
others. Journal of Occupation and Organizational Psychology, 78(1), 113-131.
Thinane, G. (2005). Job insecurity, job satisfaction, organisational commitment, burnout
and work engagement of personnel after an incorporation of tertiary educational
institution (Unpublished master’s dissertation). North-West University, South Africa.

Weiss, D. J., Dawis, R. V., England, G. W., & Lofquist, L. H. (1967). Manual for the
Minnesota Satisfaction Questionnaire. Minnesota: Minnesota Studies in Vocational
Rehabilitation XXII.

Young, B. S., Worchel, S. and Woehr, D. (1998). Organizational Commitment among
Public Service Employees. Public Personnel Management, 27(3), 339-348.

60





