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Abstract

Organizations need to meet the needs by providing a good work environment in increasing
efficiency, effectiveness, productivity, and commitment among employees. This is because job
dissatisfaction can create a negative atmosphere that can potentially damage the
organization's image. Therefore it is important to evaluate and analyze the job satisfaction
index to ensure productivity is always at a satisfactory level. This study was conducted to
evaluate and analyze the lecturers' job satisfaction index as well as to identify the factors that
affect job satisfaction among lecturers in Session I of 2021/2022 at METrO Tasek Gelugor
Polytechnic (PMTG). The methodology used in the study is a quantitative approach through
a questionnaire and a total of 32 respondents answered the questionnaire. This study focuses
on several factors that affect job satisfaction. Among them are working conditions, salary
conditions, promotion opportunities, bosses, career advancement, recognition and rewards,
colleagues, and facilities. The findings of this study show that the job satisfaction index of
PMTG lecturers is at a high level, which is the percentage of agree and strongly agree above
50%. However, some things in the work system need to be paid attention to, namely the
workload. The implications of this study show that it is important for lecturers to achieve a
level of job satisfaction in order to increase the level of commitment towards creating a good
environment at work. This analysis is expected to provide a more detailed picture of the state
of job satisfaction among lecturers at PMTG as well as be the basis for related improvement
proposals in the future.
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1.0 Introduction

Job satisfaction is a fundamental factor that significantly influences
organisational outcomes in both public and private sectors. It impacts
employee morale, productivity, and retention, making it a critical area for
organisational focus. In the context of education, particularly for lecturers, job
satisfaction directly affects teaching quality, research outcomes, and student
performance (Alagari, 2022). Key factors influencing job satisfaction include
work environment, compensation, opportunities for growth, and work-life
balance. By addressing these areas, educational institutions can foster a
supportive environment that enhances lecturer motivation and performance.
Leadership support plays a vital role in shaping job satisfaction among
lecturers. Effective communication and conflict management by institutional
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leaders positively influence job satisfaction. Leaders who inspire and motivate
can transform organizational culture, resulting in higher satisfaction levels
among educators. This, in turn, enhances institutional performance and
student achievement (Alagari, 2022). The ability to manage work stress and
resolve conflicts effectively is also pivotal in ensuring lecturers feel supported
and valued.

However, challenges such as heavy workloads, particularly the imbalance
between teaching, research, and administrative duties, often lead to stress
and burnout. Mahmod et al. (2018) highlight that emotional exhaustion
caused by excessive workloads depletes lecturers' physical and mental energy.
Similarly, Khairunesa Isa et al. (2021) emphasize that workload, work
environment, and financial factors significantly contribute to stress among
lecturers. Unfavorable work environments, strained relationships with
colleagues or administration, and inadequate support systems can further
exacerbate dissatisfaction, reducing productivity and increasing absenteeism.

Job dissatisfaction not only impacts individual performance but also creates
a toxic organizational culture, potentially harming the institution's reputation.
Addressing factors such as working conditions, salary, promotion
opportunities, career advancement, and recognition can mitigate
dissatisfaction and foster a positive work environment. The study of the Job
Satisfaction Index of Lecturers at Politeknik METrO Tasek Gelugor (PMTG)
aims to identify and analyze these factors to enhance institutional outcomes.
Understanding the job satisfaction levels of PMTG lecturers holds multifaceted
importance. First, satisfied lecturers are more likely to implement effective
teaching strategies, thereby improving student success. Second, insights from
such studies can guide policy formulation and improve working conditions,
aiding in talent retention and recruitment. By addressing job satisfaction
issues, institutions can enhance the quality of teaching, research, and
administration, contributing to broader educational goals.

The study also aims to provide actionable strategies for top management at
PMTG to enhance job satisfaction. This includes improving compensation
structures, fostering professional development, and creating an inclusive work
culture. Practical recommendations derived from this research can help PMTG
and similar institutions achieve better educational outcomes by prioritizing
lecturer well-being. Job satisfaction, as described by Spector (2022), is a
measure of an employee’s sense of achievement, happiness, and enthusiasm
toward their work. Factors such as self-efficacy, personal tension,
compensation, training, communication, and overall working conditions
significantly influence job satisfaction (Babu, Gemeda, & Nefa, 2022). When
employees are satisfied, they are more likely to exhibit integrity and view their
tasks as organizational trust and responsibility. Chaudhuri & Naskar (2014)

emphasize that satisfied employees are more productive and committed, while
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Lee & Kim (2019) stress that organizational happiness should be prioritized to
boost performance. Previous studies have shown a strong correlation between
job satisfaction and work performance. Ratnasih, Kasmawati, and Norawati
(2022) note that elements such as salary, interpersonal relationships, and job
happiness significantly impact performance, a finding supported by Zakaria
(2014), who reported that job satisfaction influences work performance by
47.1%. Both emotional and intellectual satisfaction contribute positively to
performance, with intellectual satisfaction having a stronger impact.

In conclusion, this study focuses on identifying the determinants of job
satisfaction among lecturers, including working conditions, salary, promotion
opportunities, career development, recognition, colleagues, and facilities.
Addressing these factors will not only enhance individual lecturer satisfaction
but also improve institutional performance, contributing to the success of
higher education.

1.1 Working Conditions

Working conditions have a great impact on job satisfaction. This is because, a
positive work environment leads to increased job satisfaction, which in turn
affects employee performance, commitment, and the ability to achieve
achievements (Zhenjing et al., 2022). According to Chandrasekar (2011), an
organization needs to pay attention to create good working conditions to
produce productive employees and subsequently increase the profit of an
organization. While individuals who work in difficult working conditions will
contribute to job dissatisfaction (Bakotic & Babic, 2013). This will have a
negative impact on the organization, therefore management needs to improve
working conditions such as measuring the effect of working conditions on job
satisfaction and productivity. Surveys and questionnaires should be
conducted to collect feedback from employees about their level of satisfaction,
perception of working conditions, and productivity levels. Strategies like this
help organizations effectively assess the influence of working conditions on job
satisfaction and employee productivity and then make improvements to
improve employee well-being and performance.

1.2 Salary Conditions

Job satisfaction is also influenced by several factors such as salary and
benefits provided by the organization. This is important in increasing
employee motivation, engagement, and retention. Salary or wages are often
linked to the level of satisfaction of an employee, regardless of whether the
employee is a lower-level employee or an upper-level employee (Omar, 2013).
This is because wages affect job satisfaction, which in turn affects
productivity. Therefore, to ensure fair compensation, transparent policies and
aligning wage increases with inflation are important strategies to foster a
positive work environment and drive productivity.
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1.3 Promotion Opportunities

Promotion opportunities have a great impact on job satisfaction and
productivity in an organization. Fair promotion opportunities can increase job
satisfaction, increase retention rates, and improve overall performance among
employees (Musambi et al., 2020). Conversely, a lack of promotion
opportunities can lead to demotivation and disengagement among employees,
which ultimately affects work productivity.According to Djamilah, Siti, &
Surenggono (2021), promotion leads to an increase in career and it also shows
an increase in trust and responsibility. Therefore, employers need to prioritize
providing a clear path for career advancement to recognize the potential of
employees under their supervision. This indirectly fosters a motivated and
productive workforce.

1.4 Leader

The leader is one of the important individuals in the organization and also as
a motivator for employees in carrying out a task. According to Qomariah et al.,
2022), the leader's role in the organization has a great impact on job
satisfaction. This is because the leadership style of a different leader will affect
someone's job satisfaction (Soetirto et al., 2023). Ethical leadership and strict
discipline have a strong positive correlation with job satisfaction (Ullah &
Wang (2022). According to Sajuyigbe, Olaoye, and Adeyemi (2013), recognition
from a leader or employer will improve their work performance. This statement
is also supported by Mohammad Zainuddin et al., (2022) which is a total of
258 employees and supervisors in suburban primary schools showed that
authentic leadership and job satisfaction had a moderate effect.

1.5 Career Development

Training given to employees means learning activities or programs that will
help them achieve the level of knowledge, skills, competence and abilities in
their careers (Bindu & Ollukkaran, 2012). Training and development have a
significant impact on employee performance and productivity (Ritesh, 2018).
This statement is also supported by Yunida & Sarifah (2023) the program or
training carried out helps produce employees who are more motivated and
responsible in carrying out the tasks given. Organizations that can provide
training can improve their career competence and subsequently work
productivity can be improved. In addition, training and development programs
can improve the knowledge, skills, and competence of employees leading to
increased productivity and efficiency (Nursaumi & Sunarya, 2022).
Furthermore, a well-designed and implemented training and development
program tailored to the specific needs of the organization and its employees is
essential to achieving organizational goals (Adaobi & Snr, 2022). Therefore,
organizations should provide training and development initiatives to improve
employee performance and workplace productivity.
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1.6 Recognition and Rewards

Recognition and rewards have a positive effect on job satisfaction which in
turn affects work productivity (Balamurugan, 2022). This statement is
supported by (Danish & Usman, 2010) there is a significant positive
relationship between recognition, satisfaction with supervision and job
satisfaction. This is because effective rewards and recognition can significantly
increase employee engagement which leads to higher productivity and
subsequently increases loyalty to the employer.

1.7 Colleagues

A good relationship with employees is important for job satisfaction (Jadhav
et al., 2021). When there is a good relationship between colleagues, it creates
a pleasant atmosphere in the organization and leads to better performance
(Abun et al., 2018). A study by Cebotari, V. (2022) found a positive relationship
between the work environment and employee job satisfaction, workplace
relationships between employers and employees as well as fellow employees
were also found to have a significant correlation with job satisfaction.Overall,
good relationships with colleagues contribute to high job satisfaction and can
lead to increased organizational performance, productivity, and motivation in
the organization.

1.8 Facility

Apart from the co-worker's factors that affect the level of satisfaction, facilities
in the workplace also have a great impact on job satisfaction (Sarwar et al.,
2022). Employees need to have access to a comfortable physical environment,
such as adequate lighting, a spacious work area, and accessible storage
facilities to be more satisfied with their jobs (Nawaz et al., 2022). The provision
of facilities by employers is seen as a way to motivate employees and increase
productivity levels. Therefore, an organization must provide a conducive and
optimal work environment to foster job satisfaction and subsequently create
success for an organization. Good employee performance will lead to an
excellent organizational reputation and the opposite will happen if employee
performance declines (Ashfaq & Muhammad, 2013).

2.0 Methodology
This study is a study of the perception of lecturers at PMTG regarding their

level of satisfaction with the work environment and system. This study uses a
quantitative method, which is to use a questionnaire to obtain data. The
questionnaire method is used because it is appropriate to the objectives and
questions to be studied. The questionnaire was distributed online to all PMTG
lecturers involving 32 respondents.

In this study, the questionnaire contains two parts, namely Part A using
questions covering demographic aspects, which are basic information of
respondents such as the unit under the academic department, gender, age,
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position grade and length of service. Part B is a questionnaire item according
to aspects that affect job satisfaction, namely work conditions/task area/self-
satisfaction, salary conditions, promotion opportunities, bosses, career
advancement, recognition and rewards, colleagues and facilities.

3.0 Results and Discussion

The respondents involved in this study consisted of 32 lecturers, namely 7
men and 25 women. Data from the questionnaire has been collected and
analyzed using Microsoft Excel software. Table 1 show the distribution of
respondents according to Academic Department units. Respondents represent
four units under the Academic Department, namely 15 lecturers from the
Design and Visual Communication Studies unit (JRKV), 11 lecturers from the
Information and Communication Technology Studies unit (JTMK), 5 from the
General Studies and Mathematics unit and 1 from Co-Curriculum unit.
According to Table 2, most of the respondents are in the middle class, which
is between 36-45 years old. In terms of job grades as show in Table 3, 37.5%
of the respondents were grade DH48, 31.3% grade DH41 and 12.5% grade
DH44 and the rest were grade DH42, DHS52 and DHS54. Most of the
respondents involved in this study have served at PMTG for more than 10
years, which is 78.1%.

Table 1: Distribution of respondents according to academic department units.

. Number of Percentage
Department Unit Respondents (%) &

Design and Visual Communication 15 46.9
Studies unit (JRKV) ’
Information and Communication 11 34.4
Technology Studies unit (JTMK) ’
Geperal Studies and Mathematics 5 15.6
unit
Co-Curriculum unit 1 3.1

Total 32 100

Table 2: Distribution of respondents by age.

Number of o
Age (Years) Respondents Percentage (%)

25-35 6 18.8
36-45 17 53

46-50 3 9.4
51-55 3 9.4
56-60 3 9.4
Total 32 100
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Table 3: Distribution of respondents according to job grade

Grade (DH) RI;I:;EEZZS{S Percentage (%)

41 10 31.3
42 2 6.3
44 4 12.5
48 12 37.5
52 3 9.4
54 1 3

Total 32 100

Aspects that affect job satisfaction of lecturers at PMTG was analyzed in terms
of work conditions, salary, promotion opportunities, leadership, career
development, recognition and rewards, relationships with colleagues, and
facilities to determine how each factor contributes to the morale and
performance of staff.

Work conditions became the significant factor where more than half of the
respondent’s showed satisfaction in 11 items. However, three domains
appeared to be the possible reasons for concerns: the monotony of daily tasks
or chores which provoked dissatisfaction in 18.8% of the workers, a belief that
one had an excessive amount of work to do, 53.1%, and emotional exhaustion
from one's workload, 50%. In South African universities, heavy workloads,
coupled with inadequate resources and poor work life balance, contribute to
high stress levels and burnout among academic staff, adversely affecting their
personal and professional capabilities (Dlamini & Dlamini, 2024).

These indicate that although work conditions are generally favorable, there
are aspects where stress can hit satisfaction. Salary satisfaction was
measured using five items and showed that over half of the lecturers were
well-rewarded; this evidence a general contentment with Ilevels of
remuneration, which is an important factor of motivation within the education
industry. As a point of satisfaction, this agrees with the points regarding
opportunity for advancement. Most lecturers agreed there was an opportunity
for advancement, while 40.6% thought the promotion policy was not being
applied fairly. The finding identified a point where institutional practices could
be enhanced as well. This statement support by Kebenei et al., (2023) in
Kenya, perceived organizational politics, including nepotism and ethnic biases
in the promotion process, negatively affect lecturers' job performance,
underscoring the detrimental impact of perceived unfairness on productivity.
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The leadership style of the organization received the best response, as more
than 50% of the participants responded that the leadership of the organization
worked well. However, at least 25% of the lecturers were concerned and
wanted to feel more empowered, which may indicate the potential means of
increasing overall job satisfaction even further. This is because emotional
intelligence and self-awareness are also pivotal, as they enable leaders to
connect with their teams and facilitate nonviolent communication, which is
essential for effective collaboration and problem-solving. Still, on appreciation
and rewards, it came out from the responses that over half of the lecturers felt
that appreciation was extended to them a key motivational component and
factor in job retention. Similarly, in India, recognition is identified as a key
factor in retaining faculty members in self-financed institutions, highlighting
its role in reducing turnover intentions and maintaining educational quality
(Pooja, 2020).

Besides that, colleague relationships were another positive factor in overall
satisfaction. A very large number of respondents mentioned supportive
interpersonal relations as helpful for a collaborative and comfortable working
atmosphere. Organizational and supervisor support, along with coworkers'
interpersonal helping behavior, are positively related to job satisfaction,
suggesting that feedback and coaching from supervisors, as well as assistance
from coworkers, are essential for maintaining a productive work environment
(Pandey & Chairungruang 2020). There is a good overall facility rating at
PMTG, whereby more than 50% were satisfied with the available facilities to
perform their duties. On the other hand, only 37.5% are satisfied with the
surau facilities for Muslim staff, adjustments that may be made in
consideration of comfort and inclusion.

The study highlights the importance of addressing job satisfaction in an
organization to create a motivating and productive environment. Factors such
as workload management, promotion policies, and facility availability
significantly impact the satisfaction of lecturers, impacting their performance
and commitment. Over 50% of lecturers are satisfied with their salary, with
40.6% stating that promotion policies are unfair. Over 50% agree with career
improvement, training opportunities, recognition, and rewards. Additionally,
over 50% of lecturers are comfortable with their colleagues at PMTG. However,
only 37.5% agree on comfortable surau facilities for Muslim workers. The
study emphasizes the importance of considering factors such as working
conditions, salary, promotion opportunities, leadership, career advancement,
recognition, rewards, colleagues, and facilities in an organization to improve
staff job satisfaction and motivation.
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4.0 Conclusion

The study reveals that PMTG lecturers are generally satisfied with most
aspects of the work system and organizational facilities, with agreement levels
exceeding 50% for many items. However, issues such as excessive workload
and emotionally exhausting tasks negatively impact job satisfaction and
productivity. Additionally, concerns about unfair promotion policies were
highlighted. While most lecturers are content with the facilities, dissatisfaction
was noted regarding the lack of comfortable surau facilities for Muslim staff.
To address these challenges, recommendations include prioritizing essential
tasks over ancillary duties, ensuring balanced task distribution, improving
surau facilities, providing a conducive rest area, and offering adequate storage
space for files and reference materials. These measures aim to enhance job
satisfaction and create a more supportive and productive work environment
for PMTG lecturers.

Acknowledgements

The authors would like to extend their sincere gratitude to Politeknik METrO
Tasek Gelugor, Politeknik Tuanku Sultanah Bahiyah, and Jabatan
Pendidikan  Politeknik dan  Kolej Komuniti that have made significant
contributions to various parts of this research endeavor.

Author Contributions

S.H. Saad: Conceptualization, Introduction, Result and Discussion,
Conclusion; F. M Isa: Abstract, Methodology, Discussion, Writing-Reviewing;
S. A. Jamil: Result and Discussion, Data collection Result and Editing.

Conflicts of Interest

The manuscript has not been published elsewhere and is not under
consideration by other journals. All authors have approved the review, agree
with its Submission and declare no conflict of interest in the manuscript.

References

Abun, D., Magallanes, T., Agoot, F., & Benedict, S. (2018). Measuring
workplace relationship and job satisfaction of divine word colleges'
employees in Ilocos region. International Journal of Current
Research, 10(11), 75279.

Adaobi, C. C., & Sar, C. O. K. (2022). Employees training and development on
organizational performance. Scholars Journal of Science and
Technology, 3(4), 749-764.

Alagari, A., & Subramaniam, L. (2022). Hubungan antara kepuasan kerja
guru dengan komitmen guru sekolah kebangsaan di daerah Kinta
Selatan, Perak. Management Research Journal, 11(2), 1-13.

Ashfaq Ahmed & Muhammad Ramzan. (2013). Effect of job stress on
employees job performance a study on banking sector of Pakistan.
Journal of Business and Management, 11(6), 61-68.

Babu, P. S., Gemeda, T. M., & Nefa, A. G. (2022). Job satisfaction as a function
of self-efficacy and personal strain among high school teachers in
Chittoor district of Andhra Pradesh State of India. International Journal
of Educational Research Review, 7(4), 268-279.

43
Politeknik & Kolej Komuniti Journal of Social Science and Humanities, Vol.9, No 2, Year 2024
e-ISSN: 0128-2875



A Study of the Lecturer’s Job Satisfaction Index

Bakotic, D., & Babic, T. B. (2013). Relationship between working conditions
and job satisfaction: The case of Croatian Shipbuilding Company.
International Journal of Business and Social Science, 4(2), 206-213.

Balamurugan, D. (2022). An empirical analysis of factors influencing reward
and recognition systems followed in selected garments industries in
Tirupur. Management Journal for Advanced Research, 2(4), 9-15.

Bindu, M., & Ollukkaran, A. (2012). A study on the impact of work
environment on employee performance. International Journal of
Management Research, 2(2), 71-85

Cebotari, V. (2022). The importance of managing the psychosocial potential of
human resources for employee job satisfaction. EcoSoEn, (3-4), 172-
184.

Chandrasekar, K. (2011). Workplace environment and its impact on
organizational performance in public sector organizations. International
Journal of Enterprise Computing and Business Systems, 1(1), 1-19.

Chaudhuri, M. R., & Naskar, P. (2014). Job satisfaction: The eventual
smidgeon for occupational consummation and contentment in
profession. Business & Economics Review, 24(1), 73-83.

Danish, R. Q., & Usman, A. (2010). Impact of reward and recognition on job
satisfaction and motivation: An  empirical study  from
Pakistan. International Journal of Business and Management, 5(2), 159.

Djamilah, S., & Surenggono, S. (2021). The role of job characteristics,
empowerment and promotion for job satisfaction. Kontigensi: Jurnal
Ilmiah Manajemen, 9(2), 465-469.

Dlamini, N. G., & Dlamini, N. D. (2024). Understanding the well-being
challenges confronting academic staff in South African universities: A
narrative review. Discover Education, 3(1), 9.

Jadhav, K. R., Shenoy, S. V., Gulati, K., Chaudhary, V., Patel, A. A., &
Chakrabarty, A. (2021). An investigation on the relationship between
employee job satisfaction and organizational performance with
particular reference to the manufacturing industry. Turkish Online
Journal of Qualitative Inquiry, 12(9).

Kebenei, P., Okoth, U., & Khatete, I. (2023). Influence of perceived
organizational politics in promotion process on lecturers’ job
performance at public universities in Kenya: A case of the University of
Nairobi. International Journal of Research and Innovation in Social
Science, 7(7), 1278-12809.

Khairunesa, I., Wan Hanim Nadrah, W. M., Laily, P., Khadijah, A., Jalihah,
Md. S. & Nor Aisah, J. (2021). Kelaziman punca tekanan pensyarah di
universiti awam Malaysia. Journal Of Social Sciences and Humanities,
18(2), 84-97.

Lee, I. J., Lee, S. C., & Kim, Y. K. (2019). The effects of job satisfaction on job
performance with the moderating effects of leadership. The Journal of
the Korea Contents Association, 19(8), 544-555.

Mahmod, N. L., Sarif, S. A., & Mohd Hamzah, H. (2018). Tahap burnout dan
kepuasan kerja dalam kalangan pensyarah di Kolej Komuniti Selandar
dan Politeknik Melaka. Proceedings of Research, Innovation,
Entrepreneurship and Tourism Conference, Malaysia, 94-109.

44
Politeknik & Kolej Komuniti Journal of Social Science and Humanities, Vol.9, No 2, Year 2024
e-ISSN: 0128-2875



A Study of the Lecturer’s Job Satisfaction Index

Musambi, C. W.; & Juma, D. (2020). Relationship between promotion and
employee job satisfaction in county governments in Kenya: A case of
county government of Kakamega. The Strategic Journal of Business &
Change Management, 7(1), 458-468.

Mohammad Zainuddin, M. Z., Mat Rahimi, Y., Mohd Isha, A. (2022). Model
pengukuran kepimpinan autentik dan kepuasan kerja guru sekolah
rendah pinggir bandar. International Journal of Education, Psychology
and Counselling, 7(406), 215-235.
https://doi.org/10.35631/IJEPC.746018

Nawaz, I., Maan, A. A., Khan, I. A., & Shahbaz, B. (2022). The effect of physical
work environment on the job satisfaction of nurses in the rural health
care settings of Punjab, Pakistan. Pakistan Journal of Medical & Health
Sciences, 16(03), 401-401.

Nursaumi, [., & Sunarya, E. (2022). Peningkatan pelatihan dan
pengembangan karir terhadap produktivitas kerja karyawan. Journal of
Economic, Bussines and Accounting (COSTING), 5(2), 1328-1335.

Pandey & Chairungruang (2020). Effects of organizational support, supervisor
support and coworkers’ interpersonal helping behavior on employee job
satisfaction: A case study in Bangkok, Thailand. International Journal of
Economics Business and Accounting Research (IJEBAR), 4(02), 283-293.

Pooja (2020). Work environment: A key variable to faculty retention.
International Journal of Scientific and Research Publications, 10(06), 344-
347.

Omar, S. N. Z. B. (2013). Faktor-faktor yang mempengaruhi kepuasan bekerja
dalam kalangan pekerja sektor swasta: Kajian di negeri Kedah
Darulaman. Universiti Utara Malaysia.

Qomariah, N., Lusiyati, L., Martini, N. N. P., & Nursaid, N. (2022). The role of
leadership and work motivation in improving employee performance:
With job satisfaction intervening variables. Jurnal Aplikasi
Pengurusan, 20(3), 611-631.

Ratnasih, C., Kasmawati, Zulher, & Norawati, S. (2022). The impact of job
satisfaction on employee performance (The case of construction
companies in Indonesia). International Journal of Scientific and
Management Research, 5(7), 79-88.

Ritesh, U. (2018). The relationship between employee training and
development and organisational performance: An empirical study.
Psychology And Education, 55(1), 74-82.

Sajuyigbe, A. S., Olaoye, B. O. & Adeyemi, M. A. (2013). Impact of reward on
employees performance in a selected manufacturing companies in
Ibadan. International Journal of Arts and Commerce, 2(2).

Sarwar, M. H., Khan, T. M., & Jabbar, M. N. (2022). Workplace environment
and job satisfaction of academicians; A cross-sectional analysis. Global
Social Sciences Review, 7(2), 265-284.

Soetirto, M. M., Muldjono, P., & Hidayatulloh, F. S. (2023). The influence of
leadership style on employee performance mediated by job satisfaction
and moderated by work motivation. International Journal of Social
Service and Research, 3(6), 1517-1527.

Spector, P. E. (2022). Job satisfaction: From assessment to intervention.
Routledge.

45
Politeknik & Kolej Komuniti Journal of Social Science and Humanities, Vol.9, No 2, Year 2024
e-ISSN: 0128-2875



A Study of the Lecturer’s Job Satisfaction Index

Ullah, H., & Wang, Z. (2022). Does the leader influence employee
performance? Evidence from researcher opinion. Journal of Business
Management and Entrepreneurship, 1(1), 1-2.

Yunida, H., & Sarifah, 1. (2023). Meta analysis of the influence of training on
work  productivity. East Asian Journal of  Multidisciplinary
Research, 2(6), 2605-2618.

Zakaria, A. (2014). Pengaruh kepuasan kerja terhadap prestasi kerja: Satu
kajian keatas ejen penghantaran di Kompleks Kastam Bukit Kayu
Hitam (Doctoral dissertation, Universiti Utara Malaysia).

Zhenjing, G., Chupradit, S., Ku, K. Y., Nassani, A. A., & Haffar, M. (2022).
Impact of employees' workplace environment on employees'

performance: A multi-mediation model. Frontiers in Public Health, 10,
890400.

46
Politeknik & Kolej Komuniti Journal of Social Science and Humanities, Vol.9, No 2, Year 2024
e-ISSN: 0128-2875



