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Abstract 

The purpose of this study was to determine the level of job 
satisfaction among lecturers in IPBA. It also aimed to 
examine the relationship between factors such as gender, 
age and marital status with the level of job satisfaction. The 
sample comprised of 40 lecturers who were randomly 
selected from various departments. The study employed a 
survey questionnaire adapted from the Job Descriptive Index 
by Smith (1974). Interviews were conducted to explain the 
findings from the survey. The results of the study showed 
that generally, lecturers in IPBA have a moderate level of job 
satisfaction. The findings also indicated that there were no 
differences in the level of job satisfaction among the lecturers 
in terms of gender and marital status. Further, the study 
found that there was no relationship between age and level 
of job satisfaction. In order to increase their level of job 
satisfaction, it is recommended that scheduling the lecturers’ 
work be made more flexible and that adequate facilities be 
provided for lecturers so that their working environment can 
be made more condusive. 
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INTRODUCTION 
 
Generally, job satisfaction is defined as “a pleasurable or positive emotional state 
resulting from an appraisal of one’s job experiences” (Locke, 1976, p.1300). In a simpler 
context, Spector (1997) defines job satisfaction as a degree to which people like their 
jobs and how people feel about their jobs. Based on his research, Hersey (1932, p.17) 
proposed an “ideal plant environment” which entails describing “a congenial job; sound 
working conditions; security; satisfactory remuneration; justice, equality, and 
independence; and understanding and efficient supervision”. All the aspects proposed 
are linked to job satisfaction within an organization.  
 
The above mentioned knowledge on job satisfaction can also be applied in the field of 
education in order to determine the attitude and feelings of educators towards the 
teaching profession. Some of them enjoy the profession and find it to be a central part of 
their lives. On the other hand, some dislike their jobs due to reasons related to personal 
values and also job characteristics (Katzell, 1964). Actually, there are many other factors 
which influence job satisfaction among educators such as gender, age and marital 
status (Salmah, 1999).                                                                          
 
 
STATEMENT OF THE PROBLEM 
 
At the time of the study, International Languages Teacher Training Institute (IPBA) had 
94 lecturers. They have dedicated most of their time and efforts in providing quality 
education to the students in IPBA. Besides giving numerous lectures and tutorial 
sessions, the lecturers also have to perform many other tasks such as monitoring co-
curricular activities, preparing reports and organizing the annual convocation ceremony. 
As IPBA lecturers have to perform a multitude of tasks, it stands to reason that some of 
them may not be satisfied with their working conditions. In fact, IPBA lecturers may have 
different levels of satisfaction towards their job. Since no study has been conducted in 
this area to date, there is a need to find out the level of job satisfaction among IPBA 
lecturers. It would also be useful to determine the relationship between factors such as 
gender, age and marital status with the level of job satisfaction. 
 
 
RESEARCH QUESTIONS  
 
This study hoped to answer the following questions: 
   

1. What is the level of job satisfaction among lecturers in IPBA? 
 
2. What are among the factors that contribute towards the level of job 

satisfaction among IPBA lecturers? 
 
 
SIGNIFICANCE OF THE STUDY 
 
The findings from this study can provide a clearer picture of the level of job satisfaction 
among IPBA lecturers. A high level of job satisfaction can contribute to low lecturer 
turnover and absenteeism. As such, the findings would be useful for the administrators 
in IPBA. With this information, the administrators can take essential steps to address 
problems that may affect lecturers’ job satisfaction. It is hoped that IPBA lecturers will be 
satisfied with their job so as to provide students with education of the highest quality and 
standard. 
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LIMITATION OF STUDY 
 
This study was conducted in IPBA and was limited to IPBA lecturers only. As such, the 
findings may not be generalizable to the whole population of lecturers in all the teacher 
training institutes in Malaysia. 
 
 
DEFINITION OF TERMS 
 
Job satisfaction 
 
Job satisfaction can be defined as a global feeling about the job or as a related 
constellation of attitudes about various aspects of the job (Spector, 1997). According to 
Smith, Kendall and Hulin (1969), job satisfaction is an affective response of the worker 
to his job. It is viewed as a result or consequence of the worker’s experience on the job 
in relation to his own values, that is to what he wants or expects from it, and satisfaction 
also can be viewed as similar to pleasure.  
 
 
METHODOLOGY 
 
Sample 
 
The sample for this study was randomly selected from the 94 lecturers in IPBA. For the 
purpose of this study, 40 lecturers were selected. Table 1 shows the demographic data 
of the lecturers who were involved in the study. 
 
Instrument 
 
To collect data for this study, a survey questionnaire was adapted from the Job 
Descriptive Index (Smith, 1974). The questionnaire was concerned with factors that can 
affect job satisfaction. To gather further information from the respondents, interviews 
were also conducted. The survey questionnaire and the interview schedule were 
validated by a lecturer before they were administered to the respondents. This was 
crucial to ensure that the instruments used were suitable for their purposes. 
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Table 1: Demographic Data of the Sample 
 

Sample Demographic Variable 
Frequency Percentage (%) 

Sex   
● Male  20 50.00 
● Female 20 50.00 
   
Age   
● 20 - 29 years old 1 2.50 
● 30 - 39 years old 2 5.00 
● 40 - 49 years old 31 77.50 
● 50 years & above 6 15.00 
   
Teaching Experience   
● 3 – 5 years 1 2.50 
● 6 – 9 years - - 
● 10 – 14 years 6 15.00 
● 15 – 19 years 5 12.50 
● 20 years & above 28 70.00 
   
Marital Status   
● Married 30 75.00 
● Single 10 25.00 
   
Income   
● RM2000 – RM2999 7 17.50 
● RM3000 and above 33 82.50 
   
Position in IPBA   
● Administrator/Head of Department 5 12.50 
● Lecturer 35 87.50 

 
 
Data Collection Procedures 
 
Before the survey questionnaires were administered to the sample, a pilot study was 
carried out on three lecturers. The lecturers were requested to make critical comments 
on the questionnaire regarding the clarity of each item and also to point out any 
ambiguities which may create misinterpretations when responding to the items in the 
questionnaire. Feedback from the pilot study showed that no items needed correction.  
 
The survey questionnaires were administered to the sample after the completion of the 
pilot study. The respondents were asked to respond to 48 items related to their attitude 
towards the job itself, co-workers, administrators, salary and opportunities for promotion, 
with each item having three options – ‘Yes’, ‘No’ and ‘Uncertain’. They were to specify 
whether each statement in the questionnaire does or does not describe their job. The 
responses to the questionnaire were later analysed using the scoring system from a past 
study (Pennington & Riley, n. d.). Based on this system, a score of “3” was awarded to 
positively-skewed items with a “Yes” response as well as negatively-skewed items with 
a ”No” response. A score of “0” was assigned to positively-skewed items with a “No” 
response and negatively-skewed items with a “Yes” response. An “Uncertain” response 
was assigned a score of “1”. Thus, an individual item could be scored 0, 1 or 3. The 
aggregate mean score for all five sections – present job, co-workers, supervision 
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(administrators), income and opportunities for promotion – was calculated. The level of 
job satisfaction was then determined based on the criteria as shown in Table 2.  
 

 
Table 2: Criteria in Determining the Level of Job Satisfaction  

among IPBA Lecturers 
 

Score Range 
 

Level of Job Satisfaction 

0 – 12 
 

Low 

13 – 24 
 

Moderate 

25 – 36 
 

High 

                                                                                      Adapted from Smith (1974) 
 
As can be seen from the table, a score of between 0 and 12 indicated a low level of 
satisfaction while a score of between 25 and 36 indicated a high level of satisfaction. In 
order to find out the relationship between age and the level of job satisfaction among 
IPBA lecturers, the correlation coefficients (values of r) were obtained. In order to 
determine the relationship between gender and marital status with the level of job 
satisfaction, t-tests were conducted.  
 
Based on the results of the analyses, an interview schedule was developed to elicit 
further information from the lecturers with respect to their level of job satisfaction. Three 
lecturers were selected for the interviews and their responses were used to help explain 
the findings from the survey. 
 
 
DATA ANALYSIS 
 
For this study, the correlation between the level of job satisfaction and age was 
interpreted based on Guilford’s suggested interpretations for values of r as can be seen 
in Table 3. For all statistical analyses, the 5% level of significance (p < 0.05) was used 
throughout this paper. 

 
 

Table 3: Guildford’s Suggested Interpretations for Values of r 
 

r value Interpretation 

0 – 0.20 Slight correlation; almost negligible relationship 

0.21 – 0.40 Low correlation; definite but small relationship 

0.41 – 0.70 Moderate correlation; substantial relationship 

0.71 – 0.90 High correlation; marked relationship 

0.91 – 1.00 Very high correlation; very dependable relationship 

       Adapted from Hall (2004) 
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Level of Job Satisfaction among IPBA Lecturers for the Sample as a Whole 
 
Table 4 and Figure 1 show the overall level of job satisfaction among IPBA lecturers. As 
can be seen from the table and figure, 7.5% of the respondents indicated a low level of 
job satisfaction. A majority (72.5%) of the respondents stated that they had a moderate 
level of job satisfaction. Only 20% responded that they had a high level of job 
satisfaction. The mean level of job satisfaction was 19.85. The results indicate that on 
the whole, IPBA lecturers were only moderately satisfied with their jobs.  
 

 
Table 4: The Frequency and Percentage of the Level of Job Satisfaction  

among IPBA Lecturers 
 

Level of Job 
Satisfaction 

Range of 
scores 

Frequency Percentage 

Low 
 

0 – 12 3 7.50% 

Moderate 
 

13 – 24 29 72.50% 

High 
 

25 – 36 8 20.00% 

Total 40 100.00% 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

F ig u r e  1 : Th e  P e r c e n ta g e  o f  th e  O v e r a ll Le v e l o f
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0
1 0
2 0
3 0
4 0
5 0
6 0
7 0
8 0

                   L o w                   Mo d e ra te                      H ig h

Le ve l o f J ob S a tis fa c tion

Pe
rc

en
ta

ge

 
Findings from the interviews showed that some of the reasons for the job dissatisfaction 
among IPBA lecturers were the heavy workload and the inequality in promotion 
opportunities. Such arguments are consistent with past studies. According to Jex and 
Beehr (1991) and Spector (1997), workload has been found to correlate with job 
dissatisfaction. This clearly indicates that heavy workload can lead to stress, which 
indirectly increases negative feelings towards a particular job. Likewise, based on the 
organizational justice theory, inequity such as the inequality in promotion opportunities is 
associated with job dissatisfaction (Brief, 1998). Perhaps, IPBA lecturers underwent 
similar experiences which may have reduced their level of job satisfaction. For educators 
however, students’ attitudes can also influence the level of job satisfaction. According to 
one of the interviewees, having diligent students and those who show positive attitude 
towards learning can be consoling thoughts for lecturers, which could enhance their 
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level of job satisfaction. Perhaps, a combination of factors such as heavy workload and 
diligent students explains why most IPBA lecturers were only moderately satisfied with 
their jobs. 
 
Level of Job Satisfaction among IPBA Lecturers according to Gender 
 
Table 5 and Figure 2 show the level of job satisfaction among IPBA lecturers according 
to gender. As can be seen from the table and figure, there were 70% and 75% of the 
male and female lecturers respectively who were moderately satisfied with their jobs. As 
compared to female lecturers, a higher proportion of male lecturers reported a high level 
of job satisfaction (25% of the males as compared to 15% of the females). 

 
 

Table 5: Level of Job Satisfaction among IPBA Lecturers according to Gender 
 

Frequency  
Level of Job 
Satisfaction 

 
Range of scores 

Male Female 

Low 0 – 12 1 (5.00%) 2 (10.00%) 

Moderate 13 – 24 14 (70.00%) 15 (75.00%) 

High 25 - 36 5 (25.00%) 3 (15.00%) 

 

Figure 2: Level of Job Satisfaction among IPBA
    Lecturers according to Gender
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The means and standard deviations for the level of job satisfaction for both male and 
female lecturers are shown in Table 6. As can be seen from the table, male lecturers 
(21.30) had a higher mean level of job satisfaction than female lecturers (18.39). 
However, a t-test analysis on the means showed that the difference was not significant, 
t(38) = 1.66, SE = 1.76, p = 0.11. 
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Table 6: Comparison between Male and Female Lecturers with respect to  
Level of Job Satisfaction 

 
Gender  

Level of Job Satisfaction 
             Male                 Female 

Mean 21.30 18.39 

Standard Deviation 5.73 5.39 

 
The results indicate that both male and female lecturers were equally satisfied with their 
jobs. The findings from this study are consistent with that in past studies. For instance, 
Witt and Nye’s (1992) meta-analysis showed that the mean correlations between gender 
and job satisfaction tend to be almost zero across dozens of studies involving large 
sample. Their findings are also consistent with Greenhaus, Parasuraman, and 
Wormley’s (1990) study, which found no significant gender differences in job satisfaction. 
Based on findings from the interviews, male and female lecturers in IPBA did not differ 
significantly in terms of job satisfaction because all the lecturers, irrespective of gender, 
shared the same work values and were equally responsible, committed and well-
prepared in facing the challenges and difficulties in their job. 
 
Level of Job Satisfaction among IPBA Lecturers according to Age 
 
Table 7 and Figure 3 show the level of job satisfaction among IPBA lecturers according 
to age. As can be seen from the table and figure, the majority of the respondents in 
every age group were satisfied with their jobs. Only three respondents reported a low 
level of job satisfaction, and all of them were between 40 and 49 years old. However, 
when compared to those aged 50 and above, there were slightly more respondents in 
this age group who reported a high level of job satisfaction – 19.35% in the 40 to 49 age 
group as compared to 16.67% in the 50 and above age group. As for those younger 
than 40 years old, all of them were either moderately satisfied or highly satisfied with 
their jobs. A correlational analysis showed that the level of job satisfaction and age were 
not correlated (r = -0.07, p = 0.67). The results indicate that the age of the lecturers did 
not affect the level of job satisfaction.  

 
 

Table 7: Level of Job Satisfaction among IPBA Lecturers according to Age 
 

Frequency Level of 
Job Satis-

faction 

Range 
of 

scores 20 – 29 30 - 39 40 - 49 50 & above 

Low 0 – 12 0 (0.00%) 0 (0.00%) 3 (9.68%) 0 (0.00%) 

Moderate 13 – 24 1(100.00%) 1 (50.00%) 22 (70.97%) 5 (83.33%) 

High 25 - 36 0 (0.00%) 1 (50.00%) 6 (19.35%) 1 (16.67%) 
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Figure 3: Level of Job Satisfaction according to Age
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The findings above are not consistent with past studies. For example, Wiles (1967) 
found that those teachers who are approaching the age of retirement have lower levels 
of job satisfaction. One reason for the inconsistency in results could be that there was 
not much difference in the age of the respondents selected. As can be seen from Table 
7, there was only one lecturer in the 20 to 29 age group and two in the 30 to 39 age 
group. The average age was 45.83. Another reason could be that lecturers in IPBA 
generally were only moderately satisfied with their jobs because of the heavy workload 
and other factors as mentioned in the previous section. All lecturers, young and old, 
were burdened with too much stress and workload. As such, there was not much 
difference between the young and old lecturers in terms of the level of job satisfaction. 
This argument is supported by interview findings. For example, one lecturer mentioned 
that the administrators in IPBA assigned the same amount of workload and gave equal 
treatment to both young and old lecturers. Therefore, neither the young nor the old 
lecturers have received special attention or treatment at work from the administrators. 
 
Level of Job Satisfaction among IPBA Lecturers according to Marital Status 
 
Table 8 and Figure 5 show the level of job satisfaction among IPBA lecturers according 
to marital status. As can be seen from the table and figure, there were 73.33% and 70% 
of married and single lecturers respectively who were moderately satisfied with their jobs. 
20% of both married and single lecturers reported a high level of job satisfaction. 
However, 6.67% of the married lecturers and 10% of the single lecturers were 
dissatisfied with their jobs. This means that a slightly lower proportion of single lecturers 
were satisfied with their jobs as compared to those who were married. This is in line with 
the mean level of job satisfaction obtained.  
 
The means and standard deviations for the level of job satisfaction for both married and 
single lecturers are shown in Table 9. As can be seen from the table, married lecturers 
(20.20) had a higher mean level of job satisfaction than single lecturers (18.78). 
However, a t-test analysis on the means showed that the difference was not significant, 
t(38) = 0.68, SE = 2.09, p = 0.50.)   
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Table 8: Level of Job Satisfaction among IPBA Lecturers 
according to Marital Status 

 
Frequency  

Level of Job 
Satisfaction 

 
Range of scores 

Married Single 

Low 0 – 12 2 (6.67%) 1 (10.00%) 

Moderate 13 – 24 22 (73.33%) 7 (70.00%) 

High 25 – 36 6 (20.00%) 2 (20.00%) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 

Figure 5: Level of Job Satisfaction among IPBA
                Lecturers according to Marital Status
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Table 9: Comparison between Married and Single Lecturers with respect   

to Level of Job Satisfaction 
 

Marital Status   
Level of Job Satisfaction 

Married Single 

Mean 20.20 18.78 

Standard Deviation 5.84 5.31 
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The results indicate that both married and single lecturers were equally satisfied with 
their jobs. This finding is in line with that of past studies. For instance, Salmah (1999) 
found no significant difference in the level of job satisfaction between married and single 
secondary school teachers in Petaling Jaya, Selangor. Considering that all educators 
would have received equal amount of workload and responsibilities regardless of their 
marital status, such findings are not surprising. As one of the interviewee in this study 
commented, every lecturer irrespective of their marital status has to perform their duties 
so as to maintain the standard of education and the reputation of IPBA. She added, 
“Every lecturer knows the expectations for them from the college, students and also the 
public itself.” 
 
 
CONCLUSION 
 
This study found that generally, lecturers in IPBA have a moderate level of job 
satisfaction. Results from the t-tests analyses suggest that there were no significant 
differences in the level of job satisfaction between males and females, as well as 
between married and single lecturers in IPBA. Similarly, correlational analysis shows 
that for IPBA lecturers, their level of job satisfaction is not related to their age. The 
statistical results seem to indicate that gender, marital status and age were not 
associated with the level of job satisfaction among IPBA lecturers. However, findings 
from the interviews suggest that students’ positive attitudes, heavy workload and 
inequality in promotion opportunities could be some of the factors that contribute 
towards job satisfaction or dissatisfaction for IPBA lecturers.                                                                       
 
 
IMPLICATIONS AND RECOMMENDATIONS 
 
Since the findings showed that most IPBA lecturers were only moderately satisfied with 
their jobs, this implies that IPBA lecturers may have some negative feelings towards 
their profession. This may have an effect on their job performance. Therefore, some 
action should be taken to increase their level of job satisfaction, so that they can provide 
the highest quality of education to the students. Since lecturers spend most of their time 
in the college (Galbraith & Spencer, 2001), it is recommended that the college provides 
adequate facilities for the lecturers. This can help to create a more conducive working 
environment, which indirectly can lead to an increase in their level of job satisfaction.  
 
Considering that heavy workload can affect the level of job satisfaction among IPBA 
lecturers, it may be helpful to free the lecturers of unnecessary workload. One way is for 
the administrators to be more flexible when assigning tasks to the lecturers. The 
administrators may also need to consider practicing transparency in leadership. Through 
open discussions held on a frequent basis, lecturers can voice out any dissatisfaction as 
well as give their opinions on work-related issues. The administrators then could take 
into account the lecturers’ viewpoints when addressing work-related issues. Hopefully, 
these recommendations are able to overcome some of the dissatisfaction among IPBA 
lecturers, and thus increase their level of job satisfaction. 
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