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ABSTRACT

In order to face this tight competition, finns must search for ways to improve the
productivity and job satisfaction among their workforce to retain their human capital.
There are many factors that correlate with workers turnover, but job satisfaction is
mostly used as a main reason. To overcome this problem, organization is responsible
to take a good care towards their human capital by constructing effective plan to meet
their workers satisfaction. Therefore, the organization should think about the factors
relating to workers' job satisfaction. Then, the objective of this study is to identifY the
relationship between work-related factors and worker's job satisfaction in oil palm
plantation. Other than that, the aim is to discover which elements in work-related
factors is most dominant on worker's job satisfaction in oil palm plantation. This
study was conducted in four selected oil palm plantation organization in Johor. The
research design was correlation and multiple regression analysis. As the result of this
study found that most of workers were satisfied with the kind of work they do in their
job (59.9%). Other than that, 66.9 percent of workers were satisfied with the work
condition where they work that is provided by top management. Besides that, majority
of workers were satisfied with their earning and they were equally paid based on their
workload. The workers also satisfied with the overall quality of supervision they
received in workplace. In addition, recognition program also give great impact toward
overall workers' job satisfaction as well as co-workers factor. Based on the finding, all
element in work-related factors (pay, working environment, work itself, supervision,
co-workers, and recognition) studied in this paper has significant relationship on
worker's job satisfaction in oil palm plantation. Meanwhile, the most influence factor
contributed to worker's job satisfaction in oil palm plantation is pay factor. Thus, the
results of this study provide a useful background for the development of strategies
among employers to improve their labour workforce to achieve job satisfaction when
working in oil palm plantation sector.

Keywords: Job satisfaction; work-related factors; Pay; oil palm plantation sector
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ABSTRAK

Bagi menghadapi persaingan yang ketat ini, firma perlu mencari altematif lain untuk
meningkatkan produktiviti dan kepuasan kerja dalam kalangan tenaga kerja mereka
untuk mengekalkan modal insan mereka. Terdapat banyak faktor yang berkait dengan
perolehan pekerja, tetapi kepuasan terhadap kerja banyak digunakan sebagai sebab
utama. Untuk mengatasi masalah ini, organisasi bertanggungjawab untuk menjaga
modal insan mereka dengan baik juga merangka pelan yang berkesan bagi memenuhi
kepuasan peke~a mereka. Oleh yang demikian> organisasi perlu mencari faktor-faktof
lain yang berkaitan dengan kepuasan terhadap kerja daJam kalangan pekerja
Kemudian, objektif kajian ini adalah untuk mengenal pasti hubungan antara faktor­
faktor yang berkaitan dengan kerja dan kepuasan kerja pekerja di ladang kelapa sawit.
Selain daripada itu, tujuan kajian ini dijalakan adalah untuk mengenal pasti unsur
utama yang memberi kesan terhadap kepuasan terhadap kerja dalam kalangan pekerja
di ladang kelapa sawit. Kajian ini dijalankan dalam kalangan organisasi perladangan
kelapa sawit terpilih di Johor. Reka bentuk penyelidikan adalab korelasi dan analisis
regresi berganda. Hasil daripada kajian ini mendapati sebanyak 59.9 peratus peke~a

berpuas hati dengan jenis kerja yang mereka lakukan dalam tugas mereka. Selain
daripada itu, 66.9 peratus daripada pekerja berpuas hati dengan keadaan kerja di mana
mereka bekerja yang disediakan oleh pengurusan atasan. Selain itu, majoriti pekerja
berpuas hati dengan pendapatan mereka dan mereka dibayar denagan adit berdasarkan
beban kerja mereka. Peke~a itu juga berpuas hati dengan kualiti keseluruhan
penyeliaan yang diterima di tempat kerja. Di samping itll, program pengiktirafan dan
factor rakan sekerj a juga memberikan kesan yang besar terhadap kepuasan terhadap
kerja bagi pekerja keseluruhannya. Berdasarkan dapatan kajian, semua W1Sur dalam
faktor-faktor yang berkaitan dengan kerja (bayaran gaji, persekitaran kerja, pekerjaan
itu sendiri, penyeiiaan, rakan sekerja, dan pengiktirafan) di dalam kajian ini
mempunyai hubungan yang signifikan terhadap kepuasan terhadap kerja dalam
kalangan pekerja di ladang kelapa sawit. Sementara itu, faktor utarna yang paling
menyumbang kepada kepuasan terhadap kerja dalam kalangan peke~a di ladang
kelapa sawit adalah faktor gaji. Oleh itu, hasil kajian ini memberi Jatar belakang yang
berguna untuk pembangunan strategi di kalangan majikan untuk meningkatkan tenaga
kerja bumh mereka untuk mencapai kepuasan ke~a apabila bekerja dalam sektor
perladangan kelapa sawit.

Kala kunci: Kepuasan terhadap kerja; faktor-faktor yang berkaitan dengan kerja;
bayaran; sektor perladangan keJapa sawit

XI



CHAPTER 1

INTRODUCTION

1.1 Backgl'ound of study

Nowadays, due to globalization, advance in technology and better business

practices led in increasing competition in several markets to meet high demand

which give influence towards organizations in Malaysia. In order to face this

tight competition, firms must search for ways to improve the productivity and

job satisfaction among their workforce to retain their human capital.

Job satisfaction refers to the job satisfaction is an individual's expectations and

workers perceived reality towards the job as a whole must be match (LiLi and

Whi te, 20 Ii). There are many factors that correlate with workers turnover, but

job satisfaction is mostly used as a main reason. To overcome this problem,

organization is responsible to take a good care towards their human capital by

constructing effective plan to meet their workers satisfaction. As noted by

Nielsen and Smyth (2008), most of study said that job satisfaction is related with

turnover and absenteeism as well as attempt to change their workplace many

time. Previous study had proof that increase in job satisfaction will stimulate

workers performance. But, when satisfaction level of workers is dropping, many

problems may arise and it is difficult to attract hard working employees and

retaining the key employees in an organization.



1.2 Problem statement

Organizations need employees for operating their business. An employee plays

an essential role to make organization exist in last longer and they also make a

significant contribution. Thus, employers must recognize their employee's needs

and develop effective strategies to cope with problems regarding workers job

satisfaction in order to retain them in organization. Once employees feel

discontent when working in organization, it will affect the productivity and

portrays poor job performance (Rusin, 2011). When this situation happens, it

gives difficulties for organization to achieve their visions and goals.

1.3 Research objective

ROI: To investigate the relationship between work-related factors and worker's

job satisfaction in oil palm plantation.

R02: To discover which elements in work-related factors is most dominant on

worker's job satisfaction in oil palm plantation.

1.4 Resear'ch questions

RQl: Is there any relationship between work-related factors to worker's job

satisfaction in oil palm plantation?

RQ2: Which element in work-related factors is most dominant on worker's job

satisfaction in oil palm plantation?

2



1.5 hlypothesis

Bo: There is a no relationship between work-related factors and worker's

job satisfaction.

HI: There is a relationship between work-related factors and worker's job

satisfaction.

1.6 Sigll~ficance of study

The purpose of this research is to study the effect of work-related factors

towards worker's job satisfaction in oil palm plantation. This research hopefully

can help management to identify and develop strategies to improve workers'

satisfaction. Thus, this can give positive impact towards workers' performance

and their retention. As a result, it would add significant values in establishing

better working environmental conditions.

1.7 Scope of study

This study is limited to workers in oil palm plantation sector only. In addition,

only operation workers of chosen company are selected as the subject matters

for this study. Then, the factors which will affect worker's job satisfaction are

pay, working environment, work itself, supeIVision, co-workers and recognition.

3



CHAJlTER2

LITERATURE REVIEW

2.1 Job satisfac~on among workers

There are numerous factors that correlate with workers turnover, but job

satisfaction is mostly used as a reason. Job satisfaction refers to the employee's

perception either positive or negative towards their jobs, the quality of life and

their mental or physical health (Sheikh Mohamoud, 2009). Employee

satisfaction can descri be as how employee feel when perfonning the task given

like happy, contented, or maybe fulfil their desire and needs at work. Once

workers dissatisfied towards their job, they may attempt to avoid or change their

workplace frequently. The two-factor theory can help explain about job

satisfaction which comprises two components; intrinsic and extrinsic job factors.

The individual worker characteristics (intrinsic) consist of desire for

achievement, responsibility, recognition and advancement. Second, the

organization characteristic (extrinsic) factors that relate to the job like

snpeIVision, company policy, pay and salary and working condition. According

to Chen (2008), a job characteristic is one of factors related to enrich the job.

The skill variety, task identity, task significance, autonomy and task feedback

which are the five (5) job characteristics. When the manager gives credits to the

quality of their work, those employees feel high motivated to continue their

work, extra commitment to do work, have high retention rate and maintain good

performance. Through employee satisfaction level, it can become the factors

contributing employee motivation. It is essential to understand the factors

4



contributing workers job satisfaction to help management develop an

appropriate strategy to improve job satisfaction level among their workers.

2.2 Sources of .iob satisfaction

There are plen!'] of sources of job satisfaction that have been found by many

researchers comes from different areas or field. From many of these factors

which affect to workers job satisfaction, there are six sources that mostly studied

by the researcher and give great impact towards job satisfaction of individual

workers; pay, working environment, work itself, supervision, co-workers and

recognition (Abdullah et a1., 2009).

2.2.1 Pay

Pay is defined as the employees earnings equal with their work done, working

experience and normal expenses. There are three forms of payment systems are

commonly used in the plantation sectors in Malaysia - monthly rated, daily

rated and piece rated

2.2.2 Monthly rated

The fixed (monthly) refer to the wage of workers which is unrelated to their

output (paarsch and Shearer, 2000). Monthly rated wage mostly implement for

management level workers also called full time workers such as Managers,

Assistant Managers and administration. The workers must be paid an average

not less than RM 900 per month for Peninsular Malaysia or RM 800 for Sabah,

Sarawak and Territory of Labuan (Ministry of Human Resources, 2012).

5



Ln Malaysia, the wages must follow The 1\1inimum Wages Order 2012 by

National Wages Consultative COlillcil. The Trade Union (TU) for plantation

workers is National Union Plantation Workers (NUPW), Malayan Agricultural

Producers Association (MAPA) and All Malayan Estate Staff Union

(AMESU). Basically, the fixed wage for plantation workers is RM 34.62 per

day set by MAPA to follow The Minimwn Wages Order 2012.

2.2.3 Piece a-ated

Otherwise, from the literature Shi (2010), Piece rated is a contracts and

compensation methods where they pay to their workers according to the

number of pieces produced by them multiplied by a standard rate that is set by

the management. This type of system usually practised for field operation. The

workers is paid based on the total hactarage that have covered or done on that

particular day for each workers (manday) such as spraying operation,

manunng, canopy management (pruning), integrated pest and disease

management (IPM) and harvesting operation.

But, in some cases, there are workers who are paid under minimum wages for

piece rated. The minimum wages as follows: (1) if the wages paid is above the

minimum wages, the minimwn wages of RM 900 (Peninsular Malaysia) or

RM 800 (Saban, Sarawak and Federal Territory of Labuan ) is deemed to have

been complied with, (2) if the wages paid is RM 900 (Peninsular Malaysia) or

RM 800 (Sabah, Sarawak a..nd Federal Territory of Labuan ) is deemed to have

been complied with; and (3) if the wages paid is less than RM 900 (Peninsular

Malaysia) or RM 800 (Sabah, Sarawak and Federal Territory of Labuan ), the

employer must top-up the additional wages to meet the minimum wages of

6



RM 900 or RM 800 (Ministry of Human Resources, 2012). This method seems

to be fair for both parties; either employers or employees without denying both

parties rights for paying or receiving wages. It is based on agreed terms of

contract of service. Usually, an individual works under piece rate contract will

give better perfonnance in their work. Because of that, Gopal (2004) have

shown that piece rated payment help to attract hardworking workers and built

internal mechanism to motivate them in order become more productive

workers.

2.2.4 Gaily rated

This type of payment rate is based on number of days worked at a defined rate

per day. Under this type of payment system, employers are more likely to hire

their workers based on this system. This is because the employers have no

responsibilities to pay for Employees Provident Fund (EPF), Social Security

Organization (SOCSO), medical fees, leaves fees and more. The workers will

be paid based on day they present to work and complete the normal work

hours as agreed between employers and employees.

2.2.5 Working envi'onment

Working environment IS the factors gIve less influence towards job

satisfaction. This is including sanitation, attractive location/surroundings,

security aspect and more which will enhance workers to carry out their job.

Sometime people will not give great attention towards their working

conditions unless the condition is too bad. Then, good physical working

7



environment like appropriate facilities (furniture and fittings) can give great

impact to job satisfaction.

2.2.6 Work itself

The work itself refers to the either employee like or dislike to their work

(Danish and Usman, 2010). It is further explain whether employees enjoying

their work or vice versa. Other than that, the job provide for the individual

workers like challenging task, learning opportunity and chances to receive

responsibility or gaining respect from others. Besides that, it is also consist of

the duties to-be hold and the most important thing is the contributions given by

the workers while performing the work.

2.2.7 SUI',ervision

A good supervisor must know how to treat their workers. Treat means praises,

giving an advice and proper supervision to workers and seeking an advice or

sharing the knowledge together with employees. A leader must show good

behaviour as an example to their employees. Other than that, monitor and

coordinate the workers work progress is part of supervisor duty to facilitate the

work run smoothly without delays.

2.2.8 Co-workers

Co-worker also include as the subject matter in this study. Co-workers act as a

support sources, understanding, willing to give an advice and showing a

concern to the individual workers. The co-workers must be friendly, easy to

bring into discussions and respect to each other. It is further explained by

8



Danish and Usman, (20 I0) where if there is a good relationship among their

workers, it shows that the organization had created a good relationship

between them. However, to create such a good relationship, it is depends on

the employees itself either like or not to their co-worker while doing a job

together.

2.2.9 Recognition

Danish and Usman (2010) state that, reward and recognition activities as an

essential factor to raise the employees' self-esteem and motivation. Russin

(2011) viewed that employees will be more satisfied when they are rewarded

fairly for the job they have done. The rewards can be monetary gains or even

just a good complements from manager. The employees feel satisfy when he or

she gets appreciation and recognition from their manager about their excellent

work. Then, those employees feel high motivated to continue the work, have

high retention rate and maintain the good performance.

9



2.3 Oil palm plantation in Malaysia

Plantation can define as a huge cultivated land more than 40 - 50 hectare which

planted mono-crop either oil palm, rubber, tea, coffee and so on. This crop gives

high economic value to human as food consumption and it is capital intensive.

Once the land starts the cultivation, it must employed labour to carl)' out field

operation. Malaysia oil palm plantation area as at December 2012 show at Table

2.1.

Malaysia is one of the world's largest palm oil producers and exporter of oil

palm. Based on MPOCs statistic in year 2012, Malaysia contributes 12 percent

of world's total production and 27 percent of the exports of oils and fats. So,

Malaysia needs to fulfil the expencling global demand for oils and fats. While,

due to fast growing demand for edible oils and fats around the world, it will

helps to fuel the Malaysian palm oil industry. It is undeniably that oil palm as

one of main pillars for Malaysian economy.

Over 5.08 million hectares of oil palm planted in Malaysia in 2012 comparing

3.67 million hectares was planted in 2002. In 2002, under private ownership, 60

percent of oil palm plantation is run by private sector (Ramasamy et al., 2005).

But, an increasing 1.6 percent oil palm area was planted under private sector in

2012 which covers 3.13 million hectares. In addition, FELDA as a key player in

public sector accounted alone for 13.9 percent of total oil palm planted area

(Figure 2.2). The smallest area of oil palm plantation is 1.5 percent owned by

Rubber Industry Smallholders Development Authority (RlSDA). The total area

for oil palm plantation in Malaysia shows an increasing trend by 15,279 hectares

from September - December 2012. This is due to high demand of oil palm in

global market.



Table 2.1 Planted Area o.fOil Palm as at December 2012 (Hectares)
2012 2011 YEARLY DIFF

REGION
Dec Dec Hectares %

P.Malaysi a 2,558,103 2,546,706 11,343 0.4

Sabah 1,442,588 1,431,762 10,826 0.8

Sarawak 1,076,238 1,021,587 54,651 5.3

Malaysia 5,076,929 5,000,109 76,820 1.5

(Source: MPOB, 2012)

Oil Palm Planted Area by Category as at December 2012

RlSDA
1%

Figure 2.2 Ownership ofOil Palm Area by Category
(Source: MPOB, 2012)

II



In the global market, soy oil is the main commodity in the world followed by oil

palm. That is why the Government's aim want create the world's largest oil

palm plantation in future thereby maximize the economies of scale and

becoming model for other countries to follow. For example is the introduction of

FELDA as one of government efforts to raise rural income. This scheme helps

thousands of rural landless farmers by giving them a piece of land under a

supervised scheme to plant economic crops like oil palm and rubber to raise

their income levels. Through this precious effort founded by previous Prime

Minister, these thousands of landless rural farmers now can earn a living without

poverty problems. Lastly, this scheme has been recognized by the United

Nations and World Bank as a model for eradicating poverty in developing

countries.

2.4 Previous stu:ly

Paarsch and Shearer (2000) conduct their research at British Columbia tree

planting industry regarding paying the workers with piece rates or fixed wages

to know the workers' productivity. They found that under fixed wages, worker

nonnally supply the minimum effort level. It is due to their output are

independent and they prefer don't want to plant an extra tree because there is no

benefit to them. On the contrary, workers under contract will plant extra trees to

be paid more based on his or her output. However, workers must select a good

tree (seedlings) to make planting work easy and not take too much time.

Balimunsi et al. (2011) carried out the study in Mafuga forest plantation at

Western Uganda to assess the working conditions, physical workload and

productivity of logging companies. This study fOW1d that an increasing workers'

12



productivity not due to improved working condition or paid by piece rate but

workers are afraid to the employers. The employers only concern about higher

output, but don't want to know how the output was obtained. The employers

give inadequate payment to their workers and they not covered against accidents

and sickness. This will reduce workers morale. Workers increase their

productivity not due to working conditions but only want to save their job rather

than being jobless.

Nielsen and Smyth (2008) found that the major factors that associated with

employees' job satisfaction are age, education, occupation and personal income.

Job satisfaction also has relationship with labor turnover and absenteeism. When

employees dissatisfied with their work, they may frequently absent and may

change their workplace to find the better one.

Liu and White (2011) study the key determimmts towards job satisfaction may

affect workers performance and retention. The intrinsic job factor plays an

important role as job satisfaction's determinaIlts. It is include recognition, desire

to achieve and chance to get responsibility.

Danish and Usman (2010) studied on the effect of reward and recognition

program on job satisfaction and motivation towards employees from numerous

sectors in Pakistan. In their research they had found that there are close

relationship between promotional opportunities, co-workers relationship,

satisfaction with compensation, security and supervision towards employees'

motivation and satisfaction. However, recognition, work itself and operating

procedure had shown low mean value and weak relationship. Workers In

Pakistan seem to experience less chances of appreciation from their manager
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CHAPTER 3

METHODOLOGY

3.1 Research design

A research design is a frame work for conducting the survey project. It is

consists of the procedure necessary to obtain the information needed to solve the

research objective and research questions.

3.2 Sampling frame

Sampling frame is showing the selected organizations to be an area to distribute

questionnaires in a list form. From the sampling frame, there was being a list of

nwnber of population for each organization. The sampling frame for this

research was derived from the Administration Department of each selected

organization that consist of list of their workers. This was represented as

sampling frame of this study.

3.3 Target population

Population refers to set of people upon which findings can be generalized. The

plantation organizations selected for this study are (1) FELCRA Sungai Ara,

Kota Tinggi, Johor, (2) Boustead Ulu Sedili, Johor, (3) FELDA Kahang Timur,

Kluang, Johor and (4) FELDA Tenggaroh 3, Mersing Johor. This study was

limited to workers in oil palm plantation sector and operation employees of

chosen companies are selected as the subject matters for this study. Due to a

large number of populations, the researcher cannot obtain the exact number of

total population of this study. Therefore, researcher estimated total of sample
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size were 200, which is 50 employees in each organization. This is because the

appropriate sample size should be not less than 30 respondents and not more

than SOO respondents (Salkind, 2006).

3.4 Sampling technique

Sample is the subset of the population who the researcher intended to distribute

the questionnaire and respond to the questionnaire. According to Sekaran and

Bougie (2011) sampling technique means the process of selecting a sufficient

number of elements for the population that directly shldying the sample and

illlderstanding the characteristics of the sample subjects that would be possible

to generalize the characteristic to the population elements.

There are many techniques that can be used to choose the sample. For this study,

random sampling was used because from all the organization selected, sample

was drawn in proportion to the original numbers in population. Random

sampling is being chosen because the researcher wants to get higher response

rate and want to avoid incomplete cases. This type of sampling technique is falls

under probability sampl ing where population have a chance to be chosen as the

sample.
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3.5 Sample size

The sample is a subset of a population and it comprises some members selected

from it. The sample size have to be sufficient enough to help answer the

questions but be careful that it is not too large to avoid the process of sampling

becomes inefficient. The appropriate sample size should be not less than 30

respondents and not more tha..'1 500 respondents (Sal kind, 2006). In deciding the

number of appropriate sample, researcher selected only 200 number of sample

for easy in conducting the survey. The sample size for this study was determined

by using Krejcie and Morgan (1970) in order to ensure a good decision model.

According to the Kerjcie and Morgan's table, N = 420 and S = 200. Thus, this

study followed the suggestion by sampling 200 cases as the respondents.

Therefore, 200 sets of questionnaires were distributed to the chosen

organizations to ensure higher return rate and get more responses. The sample

size is shown in the Table 3.1.

Table 3.1 Sample size
Organizah0ns

FELCRA Sungai Ara, Kota
Tinggi, Iohor

Boustead U1u Sedili, Johor

FELDA Kahang Timur, Kluang,
Johor

FELDA Tenggaroh 3, Mersing,
Johor
Total

Estimated Total
No. of Employees

50

250

60

60

420

]6

Number of
Sample

200



3.6 Urnit of analysis

The unit of analysis in this research was a person who works in operation level

in oil palm plantation sector located in the state of Johor. Individual unit of

analysis was selected because researcher intends to study the effect of work­

related factors towards each employee in the organization.

3.7 nata collection

Data collection was based on primary data only.

3.8 instrument

The instrument used in this study was through distribution of questionnaire. The

respondents who answered the questionnaire are required to fill a set of

questionnaire in order to identify the relationship between work-related factors

to workers job satisfaction among oil palm plantation workers.

The questionnaire was adopted from the previous research and certain questions

were modified to meet the context of the local study. The questionnaire was

written in bi-language which is in Bahasa Malaysia and English for easy

understanding.

The reason why a questionnaire being chose was because to save cost and time.

The researcher will conduct self-administered questionnaires mode. The

purposes of using this mode will make the respondents are feels free to answer

the question and they believe that the questionnai re is confidential.

The questio!maire comprises three sections namely Section A, B and C

respectively. Section A was about general information of respondents - items

include the gender, age and education level; Section B was about work
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dimensions - items to measure are pay, working condition, work itself,

supervision, co-workers and recognition. Lastly, section C was about job

satisfaction - items to measure is respondents overall job satisfaction towards

their job.

There are two types of format used III the questionnaire which are closed

question and Five-point Likert-scale. First, the closed question allows the

workers to answer the question based on their choice and make them easy to

tmderstand. The design for Section A and first two question in Section B was

used this kind of format. The respondent answered their general information.

Meanwhile, the second format was Five-point Likert-scale. This fonnat has five

point scale, 1 (strongly disagree), 2 (disagree), 3 (uncertain), 4 (agree) and 5

(strongly agree). In Section B and Section C was used this type of format. The

sections in the questionnaire are segregated as follows:
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Table 3.2 Details about the questionnaire
Section Variable Dimension No. of Design of Questionnaire Source

Items

A - General Information 3 Closed-ended Liu and White (2011)

B Independent Work-Related Factors:

Pay 4 Closed-ended & Five-point Hackman and Oldham (1975)
Likert-scale

Working Environment 3 Five-point Likert-scale Hackman and Oldham (1975)

Work Itself 4 Five-point Likert-scale Chen (2008)

Supervision 3 Five-point Likert-scale Hackman and Oldham (1975)

Co-workers 3 Five-point Likert-scale Hackman and Oldham (1975)

Recognition 4 Five-point Likel1-scaJe Hackman and Oldham (1975)

C Dependent Job Satisfaction 4

19
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3.9 Validity of instntment

Validity was used to a test on how well an instrument that was developed in

order to measures the particular concept it is intended to measures (Sekaran and

Bougie, 2009). Before the actual data were collected, the researcher was

conducted a pilot study. The content validity and face validity was carried out

with the assistance of an expert in the area of the study. It is must be carried out

to ensure the all questions are well constructed and developed. The instrument

was validated by Miss Nordiana Ibrahim and face validity was conducted among

the respondent while answered the questionnaire.

3.10 ReliabilHy ofinstmment

Reliability is an investigation of how reliably the measunng instrument

measures any kind concept it IS measunng (Sekaran and Bougie, 2009).

Cronbach's Alpha test was carrted out during the actual study to test the

consistency of the instruments.

Cronbach's Alpha test was used to ensure all items in this study are standardized

(Sekaran and Bougie, 2009). It is because Cronbach's Alpha test was use to

interpreted the correlation coefficient between items. The range of value is from

oto 1.0. Thus, each item in this study was tested for its reliability by referring

the value of Cronbach's Alpha. The higher the value, more reliable the items is.

Sekaran and Bougie (2009) stated that an Alpha value of .6 shows that

acceptance of a reliability coefficient.
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3.B Data analysis

The researcher was used Statistical Package for the Social Science (SPSS)

software to analyse and interpreter the data. The raw data that receive from

questionnaires was undergoing preliminary screening first before use it in any

statistical technique. Data screening and transformation was conducted to check

any missing value and errors in entered the data. The researcher also conducted

normality test using Skewness and Kurtosis. Next, to measure the central

tendency and variability of variables, the descriptive statistic was used to obtain

mean, mode, median, standard deviation, frequency and percentage. Based on

Coakes (2013), the data collected was explored and summarized in the

descriptive statistics.

The researcher also earned out one-way ANOVA to test the hypothesis which

several means are equal, either the researcher able to reject or failed to reject the

null hypothesis. In addition, to measure the relationship between work-related

factors towards job satisfaction of workers in oil palm plantation, the correlation

analysis was conducted to identify the relationship between the variables.

Besides, to identify the most influential factor towards job satisfaction of

workers in oil palm plantation, the researcher conducted multiple regression

analysis.
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3.12 One-way anova

One-way ANOVA was conducted to identify either the researcher can accept or

reject the null hypothesis. Based on Coakes (2013), in order to identify the

significant of F-ratio (p <.05), the degree of freedom (elf), the F-ratio and F-

probability were being used. The F-probability value also being used to

determine the signi ficant of the variables and if the p <.05, the null hypothesis

can be rejected.

3.13 Correlation

Correlation analysis was conducted to identify is there any relationship between

two variables in a linear fashion (Coakes and Ong, 2011). Test it by using

Pearson product-momment correlation. The r-value wi]] be interpreted using a

rule of thumb Cohen (1988) as follow:

Table 3.3 r-value
Degree of Correlation

Weak correlation

Moderate correlation

Strong correlation

3.14 Iv.ultiple regression

Pearson's Vaiue

r =. + / - 0.10 to + / - 0.29

r= + / - 0.30 to + / - 0.49

r=+/-0.50to~-/-1.00

The purpose of multiple regression was to determine the most dominant element

I.Ulder independent variables (pay, working environment, work itself,

supervision, co-workers and recognition) which contribute to dependent variable

(workers job satisfaction).
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3.15 Research framework

Independent
variables

Dependent
variable

WORK-RELATED
FACTORS ...

I. Pay ... Job Satisfaction

11. Working environment
iii. Work itself
iv. Supervision
v. Co-worker

vi. Recognition

Figure 3.1 Research framework

3.16 F;ow chart of work design

Preparing • Distribute • Collect back theQuestionnaire toQuestionnai re Respondents Questionnaire

•
Result and • Analyze and • Key in Data toInterprate DataAnalysis by using SPSS Selected Tools

•
Report Writing • Presentation

Figure 3.2 Flow chart of the work design
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CHAPTER 4

RESULTS AND DISCUSSION

4.1 Introduction

The findings are part and parcel in the research. This chapter shows the results

and discussions of the study using the data analysis software. To identify the

relationship between variables, the data were analysed. This chapter begins with

the response rate of the questionnaires through the survey undertaken. There are

also general infOlmation sections of the respondents that have pa..'iicipated in the

study and followed by the normality and reliability analysis of the data. Finally,

the findings of the study which later answer the research question.

4.2 Response rate

The totals of 200 questionnaires were distributed at four sel ected organizations

in Johor. The questionnaires were distributed to each organization. The

researcher asks a staff from the selected organization for help to distribute it.

The response rate is 78.5 percent where the remaining questionnaires were not

retumed back As a result, only 157 sets of questionnaires were collected.

Table 4.1 The percentage ofreturned questionnaires
Numbers of Questionnaires Number of

Distributed Questionnaires Returned
Percentage

(%)

200

24

157 78.5



Therefore, the remaining sets of questionnaires were rejected due to incomplete

cases and some employees don't give commitment to answer and returned the

questionnaires.

4.3 Demographic information

The general information of respondents was explained in this section. The

general information of respondents is gender, age and education level. The

followings are shows about the respondent's information.

4.3.1 Gender

GENDER

Figure 4.1 Percentage ofRespondent's Gender

Figure 4.1 represents the general information about the respondents

participates in this study. It shows that, the majority of answering the

questionnaires was 129 male respondents (82.2 %) and followed by 28 female

respondents (17.8%). The numbers of male respondents were higher as

compare female respondents.
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4.3.2 Age

AGE

• Less than 21 years old. 21 till 30 years old

.31 till 40 years old .41 till 50 years old

?Ji 51 till 60 years old .61 years old and above

3%

Figure 4.2 Percentage ofRespondent's Age

Besides, respondents age less than 21 years old represent 5 percent of total

population. Then, respondents age 21 till 30 years old contributed 63 percent

and followed by respondents who age 31 till 40 years old (22%). The rarlge of

age of respondents from 41 till 50 years old represents 6 percent while

respondents age between 51 to 60 years old shows 3 percent. Lastly,

respondents age 61 years old and above is 1 percent.
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4.3.3 Education level

EDUCATION

• Formal • Informal

Figure 4.3 Percentage ofrespondent's education level

Meanwhile, the majority of the respondents had a formal education which

contributed 54 percent and the remaining respondents have informal education

(46%).

Table 4.2 Summary ofdemographic information
Demographic Category Frequency

Variable (N=157)

Gender Male 129
Female 28

Age

Less than 21 years old 7
21 till 30 years old 99
31 till 40 years old 35
41 till 50 years old 10
51 till 60 years old 5

61 years old and above 1

Education Formal 85
Informal 72

27

Percent
(%)

82.2
17.8

4.5
63.1
22.3
6.4
3.2
0.6

54.1
45.9



4.4 Pay

TYPE OF PAYMENT SYSTEM

_ Monthly rated _ Piece rated _ Daily rated

Figure 4.4 Respondent's payment system

Figure 4.4 indicates the distribution of payment system received by workers in

oil palm plantation sector. Mostly, payment type received by workers is daily

rated system which is contributing 41 percent. It is followed by monthly rated

(32%) and piece rated (27%).
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RM 900-RM
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MONTHLY INCOME
52.9%

15.9%

RM 1000 - RM RM 1500 - RM
1500 2000

11.5%

RM 2000 or
Above

FigUl'e 4.5 Respondent's monthly income

Figure 4.5 above shows the range of monthly income received by oil palm

plantation workers. Majority of them received an income from RM 1,000 to RM

1,500 per month (52.9%). Next, the range of income received by workers from

RM 900 to Rm 1,000 contributing 19.7 percent and followed by an income

range RM 1,500 to RM 2,000 (15.9%). However, only 11.5 percent of workers

received their monthly income from RM 2000 or Above.
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Pay

• I satisfied with pay and benefit (%) • I am fairly paid (%)

70

60 58

50

40

30

20

10

o
1.3 0.6

....... '5-:1 3.2
12.111.5

Strongly
Disagree

Disagree Uncertain Agree Strongly
Agree

Figure 4.6 Percentage for payfactor's questions

Based on Figure 4.6 above, 51 percent of workers are agrees with pay and

benefit they received. Other than that, they also agreed that they are fairly paid

based on their workload (58%).

4.4.1 One- way ANOVA

Table 4.3
Independent

Variable

Pay

Analysis o.fvariance ofpay
Dependent F value
Variable

Job Satisfaction F(1 0,146) = 9.924

Significant,
p< .05

.000

The ANOVA in Table 4.3 shows there is significant differences in job

satisfaction due to pay factor (F = 9.924, p = .000).
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4.4.2 Correlation

Before continued with the result, the table below presented the rule of thumb

recommended by Cohen (1988) on how to interpret the r value of the Pearson

correlation coefficient.

Table 4.4 Rule ofthumb cohen (1988)
Degree of Correlation Pearson's Value

Weak correlation

Moderate correlation

Strong correlation

r -= + / - 0.10 to + / - 0.29

r= + / - 0.30 to + / - 0.49

r -= + / - 0.50 to + / - 1.00

The objective of this study was to investigate the relationship between work-

related factors and job satisfaction among oil palm workers. There are six

dimensions was studied to get the overall mean scores. The relationship

between two variables was investigated using Pearson-moment correlation

coefficient. The researcher decided to follow the rule of thumb by Cohen

(1988) stated on Table 4.4.
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Talilne 4.5 Correlation cC!!!,f/jcient between two variables _
Job Satisfaction

Pay Pearson Correlation
Sig. (I-tailed)

N

.567"*
.000
157

**Correlation is significant at the 0.01 level (I-tailed).

Refer to the result presented in Table 4.5 above, there is a significant

relationship with a strong degree of correlation between pay and job

satisfaction (r = .567, P < 0.01). The pay factor acts as main contributor in

measuring worker's job satisfaction in oil palm plantation sector. This is

supported by the previous research done by Maika and Chatman (2003) found

that pay and job satisfaction is strongly correlated and it is supported by an

individual's extrinsic value. Normally, the crucial determinants for a people

working with other people want to gain high possible income to support their

cost of Jiving.

4.4.3 MultilPle I'egression analysis

In this analysis, the enter method was used because it involve a small number

of independent variable. As referring to Table 4.6, the independent variable:

pay was included into regression equation and the value of significant at p <

0.001. The model then explains about 48.5 percent (R2 = .485, p = .000) of the

variability in job satisfaction.
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Table 4.6 Result ofmultiple regression for an analysis ofjob satisfaction
towards oil palm plantation workers

-------------
Dependent Variable

Job Satisfaction

Independent Variables Beta values (~)

Pay .273**

R .696

R2 .485

Adjusted R2 .464

F values 23.497

Sig. F values .000

Notes: **Correlation is significant at the 0.01 level (2 tailed)

The objective of this research is to discover which elemen~s in work-related

factors is most domjnant on workers JOD satisfaction in oil palm plantation. By

using multiple regression analysis, the researcher can detennine which element

in work-related factors is most dominant on workers job satisfaction in oil

palm plantation.

The result indicates that the highest of beta values (~ = .273) among all

variables is pay and it is the main predictor for job satisfaction (p < .01). Thus,

in answering the research question, the researcher can say that pay factor does

significa'1tly contribute to the workers job satisfaction, P (6,150) = 23.497, P <

.05. This result also similarly found by Timothy et aI., (2010) where the pay

was only the main predictor related to workers' job satisfaction.
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4.5 Working environment

, .. ..................." " ,

Working Environment

• good working environment (%)

• provide sufficient facilities and equipment (%)

o 0

60.5
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Strongly
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Figure 4.7 Percentage jor working environment's questions

Based on information in Figure 4.7, majority of workers agree that their work

place provide good working environments which contribute to 60.5 percent. In

addition, workers also satisfied with facilities and equipment provided by their

top management (49%).

4.5.1 One- way ANOVA

Table 4.7 Analysis ofvariance ofworking environment
Independent Dependent F value Significant,

Variable Variable p < .05

Working Job F(6,150) = 8.496 .000
Environment Satisfaction

The ANOYA in Table 4.7 shows there is significant differences in job

satisfaction because of proper working environment provided by employers (F

= 8.496, P = .000)
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4.5.2 Correlation

Table 4.8 Correlation coefficient between two variables
Job Satisfaction

Working
environment

Pearson Correlation

Sig. (l-tailed) .000
N 157

**Correlation is significant at the 0.01 level (l-tailed).

Based on the result presented in Table 4.8 above, it shows that there IS a

significant relationship with a moderate degree of correlation between working

environment and job satisfaction (r = .478, P < 0.01). When the workers do

their work in better working condition, it leads to increase the level of

performance which in tum results to satisfaction.

4.5.3 Multi'lle I'egl'ession analysis

Table 4.9 Result ofmultiple regression for an analysis ofjob satisfaction
tmrards oil palm plantation workers

Dependent Variable

Job Satisfaction

In dependent VariabJ es

Working Environment

Beta values (~)

.051

Table 4.9 indicates the working environment has beta values (~ = .051).

Therefore, the researcher can say that working environment factor does not

significantly contribute to the workers job satisfaction, ~ =: .051, p> .05.
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4.6 Work itself

Work Itself

I am able to take responsibility (%)

• I've opportunity to learn new things (%)

• my job is challenging (%)

.1 can use my ovm action in my job (%)
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Figure 4.8 Percentage for work itself's questions

Figure 4.8 shows the distribution of the work itself. The workers mostly

satisfied with their job.in oil palm plantation. It is because, they can use their

own independent thought and action in their job (48.4%) as well as the work

they have done is challenging (43.9%). Besides, workers are given opporttmities

to learn new things from their work in order to expose them to the real working

condition and getting more experiences (54.8%). In addition, the workers also

agree to their work allows them to deal with and take responsibility for many

work-related affairs (52.2%).
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4.;).1 O:le- way ANOVA

Table 4.10 Analysis ofvariance oIwork itself
Independent Dependent F val ue

Vanable Variable
Sigmficant,

p < .05

Work Itself Job Satisfaction P(1 0,1 L!·6) "= 4.217 .000

The analysis of variance (ANOVA) in Table 4. iO shows there were significant

differences in job satisfaction due to work itself (F "= 4.217, P "= .000).

4.6.2 Correlation

TaMe 4.11 Correlation coefficient between tlvo variables
Job Satisfaction

Work Itself Pearson Correlation
Sig. (I-tailed)

N

.372
h

.000
157

**Correlation is significant at the 0.0 [ level (I-tailed).

Then, Table 4.11 indicates that there is a significant relationship vvith a

moderate degree of correlation between work itself and job satisfaction (r =

.372, P < 0.01). There are many factors that may affect workers' job

satisfaction and it is may vary for each workers. One of it may the nature of

work itself. Based on Porter and Lawler (1968), work itself factor were

significantly affecting the job satisfaction. In addition, the study conducted by

Chen (2008) was found that worker and the work itself are two impo11ant

factors promoting the job satisfaction.
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4.6.3 Multiple regressior analysis

Table 4.12 Result ~rmultiple regression for an analysis ofjob satisfaction
towards oil palm plantation workers

-------------

Dependent Variable

Job Satisfaction

Independent Variables

Work Itself

Beta values (~)

.141

The result indicates that the work itself has beta values (~ = .141). Then, the

work itself does significantly contribute to the workers job satisfaction, 0 C~

.141, P < .05. However, the ~ value shows lowest compare other factors. The

researcher can't conclude t~at work itself is the most influenced element

towards worker's job satisfaction. It shows that not all workers are satisfied

doing their job. Thus, Human Resource (RR.) manager should do something to

improve the work contents more interesting and attractive so the workers don't

consider their job meaningless and dull (Danish and Usman, 2010).
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4.7 Supervision

Supervision

• supervisor never give feedback (%)

• supervisors give support and guidance (%)

• quality of supervisors is excellent (%)
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Figure 4.9 Percentage for supervision's questions

Figure 4.8 indicates that most of workers disagree to the statement 'My

supervisors never give me any feedback about the quality of my job', which

contribute 34.4 percent In contrast, most of workers are agrees that their

supervisors always give them support and guidance (53.5%) and the overall

quality of supervision they had received was excellent shows 58.6 percent
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4.7.1 One- way ANOVA

TabLe 4.13 AnaZvsis o.fvariance ofsupervision
Independent Dependent F value

Variable Variable

Supervision Job Satisfaction F(8,148) = 7.930

Significant,
p < .05

.000

The ANOVA in Table 4.13 presented there is significant differences in job

satisfaction towards supervision (F "·7.930, P = .000).

4.7.2 Correlation

Table 4.14 Correlation coefficient between two variables
Job Satisfaction

Supervision Pearson Correlation

Sig. (1-tailed)
N

.390
h

.000
157

**Correlation is significant at the 0.01 level (I-tailed)

On the other hand, there is a significant relationship with a moderate degree of

correlation between supervision and job satisfaction (r = .390, p < 0.01).

Supervisor is categorized as a main person in helping and monitoring labour in

field while they perform the work and make sure the field works run smoothly.
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4.7.3 MEltipr~ regression analysis

Table 4.15 Result ofmultiple regression for an analysis ofjoh satisfaction
towards oil palm plantation workers------,-----------

Dependent Variable

Job Satisfaction

Independent Variables

Supervision

Beta values (~)

.168

Based on the finding, supervision has beta values (~ = .168). It is shows that

supervision factor has significant contributing to the workers job satisfaction, ~

= .168, P < .05. Unfortunately, the ~ value of supelvision is low as compare

other factors in work-related factors. Thus, it can be conclude that the

researcher can't use supervision as the most influenced factor contributing to

worker's job satisfaction. Based on study conducted by Liu and White (2011),

it was found that supervisor play in important role to support workers'

satisfaction in performing their works. Thus, in this case, it can say that

different work cultures and countries have eli fferent factors that contribute to

worker's job satisfaction.
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4.8 Co-wol'kers

Co-Workers

• the people I work with velY cooperative (%)

.my co-workers very friendly & supportive (%)

• I've good relationship with colleagues (%)
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Figure 4.10 Percentage for co-workers' questions

Refer to figure 4.10 above; 51.6 percent of workers agree that they have a good

relationship with their colleagues in workplace. In contrast, majority of workers

said strongly agree with regards to their co-workers are very friendly and

supportive which contributing 47.8 percent. Besides, 48.4 percent workers are

strongly agree with the statement '1he people I work with are very cooperative'

which make it as the higher as compare other scales.
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4.8.1 One- way ANOVA

Table 4.16 Analysis ofvariance ofco-workers
Independent Dependent F value

Variable Variable

Co-Workers Job Satisfaction F(7,149) = 7.424

SIgnificant,
p < .05

.000

The ANCVA in Table 4.16 shows there is significant differences between job

satisfaction and co-workers (F = 7.424, P = .000).

4.8.2 Correlation

Tabt~ 4.17 Correlation coefficient between two variables
Job Satisfaction

Co-workers Pearson Correlation
Sig. (i-tailed)

N

.478*'
.000
157

** Correlation is significant at the 0.01 level (I-tailed).

Based on Table 4.17 above, there is a significant relationship with a moderate

degree of correlation between co-worker and job satisfaction (r = .478, p <

0.01). Liu and vVhite (2011) were found that co-workers are important factor in

influencing job satisfaction among workers. In work area, co-workers as our

close friends in sharing ideas, give motivation and moral support to the

employees other than their family members. Thus, co-workers also play an

important role in influencing job satisfaction.
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4.8.3 Multiple regression ana~ysis

Table 4.18 Resull oj multiple regression jor an analysis ojjob satisjaction
towards oil palm plantation workers

---'-------,---,---::-----
Dependent Variab Ie

Job Satisfaction

Independent Variables

Co-workers

Beta values W)
.065

Table 4.18 present the result of beta values (~) for co-workers is .065.

Therefore, the researcher can say that co-workers factor does not significantly

contribute to the workers job satisfaction, p = .065, p > .05. Thus, there are

others factor that contributing more toward workers' job satisfaction
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4.9 Recognition

Recognition

• work hard but nobody from mgt cares (%)

• my boss praises me (%)

• I get recognition (%)

• receive respect & fair treat from boss & co-workers (%)
100%

90%

80%

70%

60%

50%

40%

30%

20%

10%

0%
Strongly
Disagree

Disagree Uncertain Agree Strongly
Agree

Figure 4.11 Percentage for recognition's questions

Figure 4.11 indicates the distribution of recognition received by workers in their

workplace. Most of workers said they receive appropriate respect and fair treat

from their top management and also their co-workers (54.1%). In addition, 50.3

percent of workers get recognition from their manager for doing a good work

and have a good performance in workplace. On the other hand, their manager

always gives them praises when they do a good work (38.9%). However, all of

workers strongly disagree when top management do not concerned to them if

they work very hard.
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4.9.1 One- way ANOVi;,

Table 4.19: Analysis ~fVariance ofRecognition
Independent Dependent F value

Variable Variable

Recognition Job Satisfaction F(10,146):= 9.705

Significant,
p < .05

.000

The ANOYA in Table 4.19 shows there is significant differences between job

satisfaction recognition (F := 9.705, p = .000). Other than fully utilize the

workfor~e potential effort, the employer must play their role in recognize their

workers' effort in achieving the goals.

4.9.2f:orrelation

Tabie 4.20 Correlation coefficier;t between two variables
job Satisfaction

Recognition Pearson Correl ation
Sig. (I-tailed)

N

.582"
.000
157

**Correlation is significant at the 0.01 level (l-tailed).

Lastly, there is a significant relationship with a strong degree of correlation

between recognition and job satisfaction (r = .582, p < 0.0 I). According to

Danish and Usman (20 I0), recognition shows the highest need among

employees in keeping their spirits at high level and boost up their performan{;e

and job satisfaction. To keep the organization prosperity and survival in long

run, it is based on how they treat their human resources accordingly (Lawler,

2003).
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Based on result provided, the researcher succeeds to reject null hypothesis.

Thus, the alternative hypothesis is accepted. There is a significant relationship

between the all elements in work-related factors which is pay, working

environment, work itself, supervision, co-workers and recognition to job

satisfaction among workers in oil palm plantation.

4.9.3 Multiple .'egression ana:ysis

Table 4,21 Result ofmultiple regression for an analysis ofjob satisfaction
lOYrards oil palm plantation workers

--------------
Dependent Variable

Job Satisfaction

Independent Variables Beta values W)
Recognition .269**

Notes: **Correlation is significant at the 0.01 level (2 tailed)

Table 4.21 indicate the recognition has beta values (~ = .269). This factor was

followed closely the pay factor where p < .01. Hence, in answering the

research question, the researcher can say that recognition factor also does

significantly contribute to the workers job satisfaction where F (6, 150) =

23.497, p < .05. Recognition activity is an important activities need to be

carried out by each organization. It is because recognition acts as the

employers appreciate and recognize their employee's efforts. Recognition

activity can help to increase employee's motivation and they will feel

appreciated and their efforts worthwhile.
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4.10 Data cleaning analysis

Data cleaning analysis was conducted by researcher before continue with the

statistical analysis. All data that had been collected was undergo an analysis

using screening and cleaning analysis to ensure there is no missing values or

incorrect data entry.

4.11 Normality analysis

The researcher decided to use skewness and kurtosis analysis in order to

proving the normality of the data in this study. The values for acceptable of

skewness and kurtosis is between - I + 3 (Sekaran and Bougie, 2009). Table

4.22 showed the normality result for all variables on an analysis of job

satisfaction towards oil palm plantation workers.

Table 4.22 Normality analysis
Actual Study (N:;::157)

Variable Skewness Kurtosis

Pay -.607 .505

Working Environment -.581 .595

Work Itself -.230 -.035

Supervision .237 .518

Co-Workers -.710 .665

Recognition .280 .393

Job Satisfaction -.510 1.56

The table presented is the result of normality analysis for this study where the

value of skewness and kurtosis are in the range -.710 to 1.56. The data were

distributed normally because the value of skewness and kurtosis are in the

range + 1- 3. Thus, this study can continue to factor analysis.
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4.12 Factor analysis

The objective of conducting factor analysis is to group the items according to

their relatedness and to refer the loadings of items. The varimax rotation was

used because the factors were assumed to be interrelated.

To analyse the factor analysis result, the Kaiser-Meyer-Olkin (KlvIO) value

should be higher than .6 to ensure the factorability. In addition, the Measure of

Sampling Adequacy (MSA) for each item must higher than .5 and similar to

Communalities must higher than .5. Then, Bartlett's Test of Sphericity was used

to identify the significant correlations between each variable. Based on Hair,

Black, Babin & Anderson (2006), when the significant value of the test is p <

.05 and the value of test is high, it is recommended to proceed with factor

analysis.

4.12.1 ifactor analysis for inriepen~ent variable

The principle component analysis was examine the factor structure of the 20­

item on the work-related factors. Table 4.23 shows that there are 20 items on

the questionnaire were subjected to principal component analysis. Then, there

are five components with Eigenvalues exceeding I. The Eigenvalues determine

27.54%, 15.13%,9.46%,7.35% and 6.92% of the variance respectively. The

total variance for independent variable is 66.401.

Besides, the KMO for all of six independent variables, which are pay, working

condition, work itself, supervision, co-workers and recognition indicated

sampling adequacy which the value higher than .6 which is .856. Hence, KMO

for this study was good and the data were sufficiently for further the analysis.

49



. hIdI . fi . da e . actor ana'yStS or tn epen en! vana e
Components

Items

1 2 3 4 5

B I_Type of payment 888
system you receive

B2_Monthly Income .319

B3 I'm satisfied with the .801
amount of pay and benefit i

receIve
B4_1 am fairly paid for .815

what 1 contribute to this org
B5_1 work in a good .565

working envnt
B6_My company provides .737

sufficient facilities and
equipment to do work

B7_1 can use my .542
independent thought and

action in my job
B8_My job is challenging .465

B9_1 have opportunities to .600
learn new things from my

work
B 10_My job allows me to .666

deal with and take
responsibility for many

affairs
B 1I_The supervisors never -.353
give me any feedback about

the quality of my job
B12_The supervisors .693

always give support and
guidance to me

B13_The overall quality of .619
the supervisors 1 receive in

my work is excellent
B14_1 have a good .815

relationship with colleagues
B15_My co-workers are .757

very friendly and supportive
B 16_The people I work .665

with are very cooperative
here

B 17_1 receive respect and .682
fair treat from boss and co-

workers

T bl 423
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B18.1 get recognition from .699
my good work

BI9~My boss always .598
praises me when doing a

good work
320_You work very hard,
but nobody from the mgt

cares
Initial Eigenvalues 7.491 1.923 1.594 1.200 1.072

% of variance (after 27.54 15. I3 9.445 7.353 6.927
rotation) 0 5

Total Van ance 66.40
I

Kaiser-Meyer-Olkin .85
Measure of Sampling

Adequacy
Bartlett's Test of Sphericity Approx. Chi-Square 1597.

05
df. 190

Sig. .000

4.12.2 Factor anaJysis for dependent variable

The principle component analysis was conducted to examine the factor

structure of the 4-item measure in job satisfaction. The table shows that there

are 4-items on the questionnaire were subj ected to principal component

analysis. Then, there is one component with Eigenvalues exceeding 1. The

Eigenvalues detennine 49.39% of the variance and total variance for

dependent variable is 49.395. Then, in Communalities of dependent variable,

there are three items shows the value of extraction higher than .5 which are "I

am satisfied with the kind of work r do in this job", "I am satisfied with

working condition here" and "I am satisfied with my earning". But, "I am

satisfied with the kind of work I do in this job" has the highest extraction

value.
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Besides, the KMO for dependent variables presented the result of sampling

adequacy which the value greater than .6 which is .632. Moreover, Bartlett's

Test of Sphericity also shows a significant value which are p < .05 and

Approx. Chi-Square = 91.784. Hence, KMO for this study was good and all

data were sufficiently for further the analysis. In this study, there are three

items to measure workers job satisfaction loads higher than .5 and the

remaining wil! be removed.

. hia e actor analysIs or epe em vana e

I Components

Items
1

CI I am satisfied with the kind of .782-

work I do in this job
C2_1 am satisfied with working .689

condition here
C3_1 am satisfied with my earning .715

B4_1 am fairly paid for what I -.616
contribute to this org
Initial Eigenvalues 1.97

% of variance (after rotation) 49.39
Total Variance 49.39

Kaiser-Meyer-Olkin Measure of .63
Sampling Adequacy

Bartlett's Test of Sphericity Approx. Chi- 91.78
Square

df. 6

Sig. .000

T bl 424
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4.13 Reliability analysis

The purpose of reliability test was to ensure the items in questionnaires IS

measure what it is supposed to measure. Then, it will produce the Cronbach's

alpha (a.) value. "The higher the score, more reliable the items is. According to

Sekaran and Bougie (2009), reliability was used to measure the consistency and

stability of the instrument which ;t measures the concept and evaluate the

goodness of a measure.

Thus, this study used the rule of thumb by Sekaran and Bougie (2009) as shown

in Table 4.25, the Cronbach' s alpha coefficient can be indicated according to its

category.

Table 4.25 Rule o.fthumb sekaran and bougie (2009)
Cronbach's Alpha Coefficient Indicator

0-0.59 Poor

0.6···· 0.69 Acceptable

0.7 - 0.79 Good

0.8 - 0.89 Very Cood

0.9 - 0.99 Excellent

1.00 Perfect

The Cronbach's alpha for dependent variable for job satisfaction was .616.

Meanwhile, for independent variables pay is .835, working environment is .666,

work itself is .675, supervision is .833, co~worker is .830 and recognition is

.851. Therefore, based on the finding of reliability analysis in this study, it was

reliable and completely valid for further analysis.
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Table 4.26
Variable

Dependent

Cronbach 's Alpha Resultsfor all Variables (N = 157)
Constructs No. of No. of Cronbach's

Items Items Alpha
deleted Score

(N = 157)
Job Satisfaction 4 .616

Independent Pay
Working

Environment
Work Itself
Supervision
Co-workers
Recognition

4
2

4
3
3
4

2

1
1

.835

.666

.675

.833

.830

.851

4.14 Descriptive statistic

The descriptive statistic on Table 4.27 provides the score of all variables in this

study namely pay, working environment, work itself, supervision, co-workers

and recognition. Then, for dependent variable which is job satisfaction has a

result ofM = 3.5589, SD = .40345.

Table 4.27 Descriptive statistics for an analysis ofjob satisfaction towards
oil palm plantation workers (n = 15 7)

Variables No. of items Mean (M) Standard
Deviation

(SD)

Independent Variables

Pay 4 3.0987 .52100

Working Environment 2 4.0828 .65985

Work Itself 4 3.9634 .64414

Supervision 3 3.4989 .48719

Co-workers 3 4.3843 .56383

Recognition 4 3.6083 .53205

Dependent Variable

Job Satisfaction 4 3.5589 .40345
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CHAPTER 5

CONCLUSIONS AND RECOMMENDATIONS

In this chapter consists cf the summary about the results for each research question

obtained from the data analysis conducted in the previous chapter. This last chapter

also provides the conclusion and explained the recommendation to stimulate job

satisfaction among workers in oil palm plantation. Theiefore, tbs chapter was divided

into two sections which are conclusion of the findings and recommendation.

5.1 Con:clusiod

This study determined the influence of work-related factors on job satisfaction

among workers in oil palm plantation. Based on the findings, it can be conclude

that there is positive relationship between work-related factors on job

satisfaction among workers in oil palm plantation.

In this study, the researcher was selected four established oil palm organization

in Johoc as the resp~mdents and the response rate received was n.5 percent. In

the demographic section, it indicates about the respondent's general information

like gender, age and education level. The majority in answering the

questionnaires was male representing 129 people (82.2 %). In addition, the age

category from 21 till 30 years old participate more in this study which represent

99 people or 63.1 percent. This result shows that more yOWlg people are

working in oil palm plantation sector as compare others age category.

Meanwhile, respondent who possessed formal education level becoming the

majority in answering the questionnaires vlhich is 85 people (54.1 %). This
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indicates that majority of workers in oil palm plantation are educated ones not

only workers who are not receiving proper education.

The following conclusions were driven from the result of this study. Most of

workers were satisfied with the kind of work they do in their job which

contribute 59.9 percent. Other than that, 66.9 percent of workers were satisfied

with the envlronment where they work which provided by top management.

Besides that, majority of workers were satisfied with their earning as they were

equally paid based on their workload. The worker also satisfied with the overall

quality of supervision they received in workplace. In addition, recognition

program also give great impact toward overall workers' job satisfaction as well

as co-workers factor.

Based on the findings presented in this study, it shows that there is a significant

relationship between work-related factors and worker's job satisfaction in oil

palm plantation. Each of elements in this study does have signification

relationship with job satisfaction (dependent variable). There is a strong degree

of correlation between pay and recognition towards job satisfaction. Meanwhile,

there is a significant relationship with a moderate degree of correlation between

working environment, work itself, supervision and co-worker towards job

satisfaction. Therefore, this study achieved the research objective one.

As refer to multiple regression analysis, pay is the most dominar1t elements in

work-related factors towards worker's job satisfaction in oil palm plantation.

The basic element to satisfy workers in oil palm plantation is payment factor.

The workloads they do must equal with the income they received at the end of

month or in a day. When inequality occurs, workers have their right to do

demonstration in showing their grievance to the employers or take legal action
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via Trade Union. Once this problem occurs, the organization's reputation will be

affected. The consequences may incur not only affecting the organization

reputation. but the organization management system as a whole. As for

conclusion, the research objective two is successfully achieved by founding pay

factor as the most dominant element on worker's job satisfaction in oil palm

plantation.

5.2 Recommenoations

The findings from this study provide useful information for employers for

development of strategies in their organization in order to improve job

satisfaction among their labour force. Employers in oil palm plantation

organization can take into consideration to implement these factors (Pay,

working environment, work itself, supervision, co-workers and recognition) in

their workplace because all of factors were statistically proven has positive

significant relationship to the job satisfaction. Even though work-related factors

were identified as an essential factors effecting worker's job satisfaction, those

factors can differ between cultures and counties. (Spector, 1997).

In addition, the researcher would like to highlights some point of view to

facilitate improvement in future studies. As researcher suggested, the further

studies should be conducted with large sample size to increase the accuracy and

response rate of the finding. This study was carried ant only in selected oil palm

plantation in Johor as the population. Therefore, in future study should include

the entire oil palm plantation around Malaysia as the population.

57



In this study is only focused to six work-related factors that influence to

workers' job satisfaction in oil palm pI antation. Thus, it is hope that in further

study will include more factors that cOITeJates to job s~tisfactjon (Abdullah et

ai., 2009) especially among oil palm plantation workers.

Lastly, to reach large number of population, further study can consider the U~;i~

of online survey to broaden the number of respondents. in contrast, in th;s study

use the small number of population and use questionnaires as an instrument in

collecting the data. it could be restricted to reach larger population due to cost

and time constraints.

58



REFERENCES

Abdullah, M. M., Uli, J, and Parasuraman, B. (2009). Job satisfaction of secondary
school teachers. Jumal Kemanllsiaan. 13, 11-18.

Balimunsl, H.K., Kaboggoza, lR.S, Abeli, S.W, Cavalli, R., and Agea, J.G. (2011).
Working conditions and productivity of logging companies in mafuga
forest plantation, Western Uganda. Journal of Tropical Forest Science.
23(3),232-238.

Chen, L. H. (2008). Job satisfaction among information system (IS) personnel.
Cornputcrs in Human Behavior. 24, 105-118.

Coakes, S. 1. (2013). SPSS Vers;"(m 20.0 jor ]iVind01j!S Analysis without anguish.
Milton: John Wiley & Sons Australia.

Coakes, S. J. and Ong, Clara (2011). SPS'.\" Versioni8.for Windows. Analysis withollt

angUish. Queensland, Australia: John Wiley & Sons Australia.

Cohen, 1. W. (1988). Statistical power for the behavioural sCIences (2nd ed.).
Hillsdale, New Kersey: Lawrence Erlbaum Associates.

Danish, R., Q. and Usman, A. (20 I0). Impact of reward and recogmtlOn on job
satisfaction and motivation: An empirical study from Pakistan. international
Journal ofBusiness and Management, 5(2), 159-167.

Gopal, P (2004). The rubber tappers' monthly wage issue and the impact of the
collective agreement of 2003. Kajian Malaysia, 22(2).

Hackman, J. R. and Oldham, G. R. (1975). Development of job diagnostic survey. J
Appl. Psycho!., 60 (3),157-170.

Hair, 1. F., Anderson, R. E., Tatham, R. L. & Black, W C. (1998). Multivariate data
analysis. New Jersey: PrentIce-Hall Intemationallnc.

Husin, A. (20 11) The Relationship between job satisfaction and job perfonllance
among employees in Tradewin.l' Group of Companies. (Master's thesis). Open
University Malaysia.

Judge, T. A., Piccolo, R. F., Podsakoff, N, p" Shaw, 1. C. & Rich, B. L. (2010) The
relationship between pay and job satisfaction: a meta-analysis of the
literature. Journal ofVocallOnal Behavior, 77, 157-167.

Krejcie, R. V. and Morgan, D.W. (\970). Determining sample size for research
activiries. F;dllcationa! and Psychological measurement, 30, 607-610.

Lawler, E., E (2003). Treat people right. San Francisco: Jossey-Bass Inc. McGraw­
Hill Irwin.

59



Liu, C. S. and White, 1. (2011). Key determinants of hospital pharmacy staffs job
satisfaction. Research in Social and Administrative PhannaG'Y, 7, 51-63.

Maika, A., & Chatman, J. A. (2003). Intrinsic and extrinsic orientations as moderators
of the effect of annual income on subjective well-being: a longitudinal study.
Personality and Social Psychology Bulletin, 29, 737-746.

Ministry of Human Resources. (2012). Guidelines on the implementation of the
Minimum wages order 2012. Retrieved April 13, 2014, from
w\vw. mohr.gov. my

Nielsen, 1. and Smyth, R. (2008). Job satisfaction and response to incentives among
China's urban workforce. The Journal ofSocio-Economics, 37, [921-1936.

Paarsch, H. and Shearer, B. (2000). Piece rates, fixed wages and incentive effects:
statistical evidence from payroll records. International Economic Review, 41
(I), 59-92.

Porter, L. W., & Lawler, E. E. (1968). Managerial attitudes and peifomlance.
Homewood, IL: Irwin.

Ramasamy, B., Ong, D. and Yeung, C. H. (2005). Finn size, ownership and
performance in the Malaysian palm oil industry. Asian Academy of
Management Journal ofAccounting and Finance, 1,81-104.

Salkind, N. J. (2006). Explore research (6 th ed.). New Jersey: Pearson Education Inc.
Upper Saddle River.

Sekaran, U. and Bougie, R. (2009). Research methods for business. A skill building
approach. (51h ed.). West Sussex: John Wiley & Sons Ltd.

Sheikh Mohamoud, I., D. (2009). The role of work motivation on employee
pet:fonnance. (Master's thesis). Universiti Utara Malaysia, Kedah.

Shi, Lan. (2010). Incentive effect of a piece rate contract: evidence from two small
field experiments. Journal ofEconomic Analysis and Policy, 10 (1).

Spector, P., E. (1997). Job satisfaction application, assessment. causes and
consequences. Sage Publications, Thousand Oaks, CA.

60



APPENDiX A QUESTIONNAIRE

Serial Number: 1 ----"'-__

UNIVERSITI TEKNOLOGI MARA

FAKULTI PERLADANGAN DAN AGROTEKNOLOGI

SARJANA MUDA SAINS (KEPU..IIAN) PENGURUSAN DAN TEKNOLOGI

PERLADANGAN (AT220)

A STUDY ON ANALYSIS OF JOB SATISFACTION TOWARDS OIL PALM PLANTATION

WORKERS

KAJI SELlDH( TENTANG KEPUASAN TERHADAP KERJA DALAM KALANGAN PEKERJA DI LADANG

KELAPA SAWIT

RESEARCHER I PENYELIDIK:

MAAZAITIL AISYAH BINTI BAHRUNI

2012623706

RESEARCH SUPERVISOR I PENYELlA:

elK NORDIANA BINTI IBRAHIM

62



Tuan/Puan yang dihonnati I

KAJI SELIDIK TENTANG KEPUASAN TERHADAP KERJA DALAM KALANGAN

PEKERJA DI LADANG KELAPA SAWIT

Nama saya Maazaitil Aisyah binti Bahruni, pelajar Sarjana Muda Sains (Kepujian)

Pengurusan dan Teknologi Perladangan (AT220) dari Universiti Teknologi MARA. Sebagai

pelajar tahun akhir, saya dikehendaki untuk menjalankan satu kaji selidik tentang kepuasan

terhadap kerja dalam kalangan pekerja di ladang kelapa sawit.

Objektif Kajian

Kajian yang dijalankan adalah bertujuan untuk menilai tahap kepuasan terhadap kerja dalam

kalangan pekerja di ladang kelapa sawit. lVlaklumat yang dikumpul daripada kajian ini

adalah digunakan untuk tujuan penyelidikan dan sebagai tugasan akhir bagi

menyempumakan pembelajaran dalam kursus Sarjana Muda Sains (Kepujian) Pengurusan

dan Teknologi Perladangan (AT220).

Kerahsiaan jawapan anda untuk kaji selidik ini adalah dijamin dan saya menghargai segala

maklumbalas yang diberikan. Sila baca arahan dan pernyataan-pernyataan yang diberikan

dengan teliti dan anda dikehendaki memberi respon yang berkaitan. Terima kasih kerana

meluangkan masa untuk menjawab kaji selidik ini.
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SECTION A: GENERAL INFORMATION

SAHAGIAN A: MAKLUMAT Uiv1UM

Please tick ( "j) the appropriate response below. Tick only ("J) ONE answer for each question:
Sila tandakan (...J ) pada respon yang berkaitan di bawah. Tanda SAru jawapan sahaja:

A1 Gender I Jantina

D Male I Lelaki

D Female I Perempuan

A2. Age IUmur

Less than 21 years old I
Kurang daripada 21 tahun

1-----1
21 till 30 years old I
21 hingga 30 tahun

1-----1
31 till 40 years old I

r-----1 31 hingga 40 tahun

41 till 50 years old I
1-----1 41 hingga 50 tahun

51 till 60 years old I
I------j 51 hmgga 60 tshun

61 years old and above I
61 fahun dan ke atas'---_-.J

A3 Educational level I Tahap pendidikan

D Formal I Formal

D Informal I Tidak formal
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SECTION B: WORK-RELATED FACTORS

SAHAGIAN B: FAKTOR-FAKTOR BERKA/TAN PEKERJAAN

Please tick ( .J} the appropriate response below. Tiel< only (;/) ONE answer for each question:
Sita tandakan (" i pada respon yang berkaltan di bawah. Tanda SA TU jawapan sahaja untuk setiap
soalan:

i. Pay I Bayaran

81 Type of payment system you receive?
Jenis sistem pembayaran gaji anda terima disini?

Fixed wages I Gaji tetap

Piece rate contract I Gaji kontrak

Daily rated I Gaji harian

Others, please specify:, _
Lain-lain, sila nyatakan

82 Monthly income I Pendapatan bulanan

RM 900 - RM 1,000

RM 1,000 - RM 1,500

RM t ,500 - RM 2,000

RM 2,000 or Above I RM 2,000 atau
keatas

'------'

Please choose your preference with the following statements by ticking ( " ) the appropriate response.
Tick only ('.J) ONE answer for each question:
Sila tandakan (Y ) pada respon yang berkaitan di bawah. Tanda SATU jawapan sahaja untuk setiap
soalan:

Code Construct I Konstruh S~rongly Disagree Uncertain Agree Strongly
/Kod Disagree /Tidak / Tidak Pastl / Setuju Agree

/Sangat Setuju / Sangat
Tidak Berse'iuju

Bersetuju

63 I'm satisfied with the amount
of pay and benefits I receive. 1 2 3 4 5

Saya berpuas hati dengan
bayaran dan faedah/kebajikan
yang diperolehi.

64 I am fairly paid for what I
contribute to this organization. 1 2 3 4 5

65



Saya dibayar dengan adil
berdasarkan sumbangan saya
kepada organisasi.

ii. Working condition / Persekitaran kerja

Code Construct I Konstruk Strongly Disagree Uncertain Agree Strongly
IKod Disagr~e I Tidal( I Tidak Pasti I Setuju Agree

ISangat Setuju ISangat
Tidaft Bersetuju

Bersetuju

85 I work in a good working
environment (location, 1 2 3 4 5
security, sanitation).

Persekitaran tempat kerja
saya sangat baik (takasi,
kesetamatan, kebersihan).

86 My company provides
sufficient facilities and 1 2 3 4- 5
equipment to do work.

Syarikat saya menyediakan
I fasiliti dan peralatan kerja
I yang mencukupi

iii. The work itself / Pekerjaan itH sendiri

Code Construct I Konstruk Strongly Disagree Uncertain Agree Strongly
IKod Disagr:2e I Tidak I Tidak Past; I Setuju ft.gree

I Sangat Setu}u ISangat
ndak Bersetuju

Bersetuju

87 I can use my independent
thought and action in my job. 1 2 3 4 5

Saya bo/eh menggunakan
kebebasan berfikir/idea da/am
melaksanakan tugas.

88 My job is challenging.
1 2 3 4 5

Kerja yang saya lalukan
sangat mencabar.

89 I have opportunities to learn
I new things from my work. 1 2 3 4 5
!

untuk II Saya diberi peluang
be/ajar perkara bafu semasa
melaksanakan tugas.

8-10 My job allows me to deal with
and take responsibility for 1 2 3 4 5
many affairs.
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IV. SupervIsion / Penveitaan

Pekerjaan saya memer/ukan
saya berurusan dan
bertanggungjawab da/am
banyak perkara.. .

Code Consuuct I Konstruh S~fongly Disagree Uncertain Agree Strongly
I!{od Disagree I Tida~ I Tidal. Pasti I S~tuju Agree

ISangat SetujL5 I Sangat
TidaIt Bersetuju

BersetuJu

811 The supervisors never give
me any feedback about the 1 2 3 4 5
quality of my job.

Penyelia tidak pernah
memberikan sebarang ulasan
terhadap kua/iti kerja saya.

B12 The supervisors always give
support and guidance to me. 1 2 3 4 5

Penyelia sela/u memberikan
sokongan dan tunjuk ajar
kepada saya.

813 The overall quality of the
supervisors I receive in my 1 2 3 4 5
work is excellent.

Keseturuhan kuatiti penyeliaan
yang saya terima sangat
bagus.

V• Co~workers I Rakan sekerja

Code Construct I Konstruk Strongly Disagree Uncertain Agree Strongly
IKod Disagree I Tidak I Tidak Past! I Setuju Agree

15aogat Setuju I Sangat
Tidak Bersetuju

Bersetuju

814 I have a good relationship with
colleagues. 1 2 3 4 5

Hubungan saya dan rakan
sekerja sangat bagus.

815 My co-workers are very
friendly and supportive. 1 2 3 4 5

Rakan sekelja saya sangat
mesra dan selatu menyokong.

B16 The people I work with are
very cooperative here. 1 2 3 4- 5
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Semua pekerja disini sangat
bekerjasama

vi. Recognition I Pengiktirafan

Code Construct I Konstruk Strongly Disagree Uncertain Agree Strongly
IKod Disagree Il1dak I Tidal< Pc:sl/ ISetuju Agree

I Sangat SetuJu I Sangc:t
Tidak Bersetuju

Berseruju

817 I receive respect and fair treat
from my boss and co-workers. 1 2 3 4 5

Saya menerima
penghormatan dan layanan
yang sama-rata daripada
ketua dan rakan sekerja saya.

B18 I get recognition from my good
work. 1 2 3 4 5

Saya menerima pengiktirafan
untuk kerja yang bagus.

819 My boss always praises me
when doing a good work. 1 2 3 4 5

Ketua saya akan memberikan I
I

pujian apabila saya i

melakukan kerja dengan baik. I
I

820 You work very hard, but
nobody from the management 1 2 3 4 5
cares.

Saya bekerja dengan I
bersungguh-sungguh, tetapi
pihak pengurusan tidak 8mbi!
peduli.
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SECTION C: RESPONDENT'S OVERALL JOB SATISFACTION

SAHAGIAN C: KESELURUHAN J;EPUASAN TERHADAP XERJA RESPONDEN

Please choose your preference with the following statements by ticKing ( ;J) the appropriate response.
Tick: only (;J) ONE answer for each question:

Sil8 nyatakan pendapat ands berkenaan dengan pernyataan-pemyataan dibawah dengan men8ndakan (;J )
pada jawapan yang bersesuaian. Tanda SATUjawapan sahaja unluk setiap soafan:

Code
/Kod

Cons~ruc\::I f{onstruk Strongly
Disagree
/ Sangat

Tidak
Bersetuju

Disagree Uncertain
/ Tidak / Tidak
Setuju PastJ

Agree
/Setuju

Strongly
Agree

/ Sangat
Bersetu}u

I

!
C1

C2

I am satisfied with the kind of work I
do in this job.

I
Saya berpuas hali dengan semua
tugasan yang saya lakukan
sekarang.

I am satisfied with work.ing
condition here.

Saya berpuas hatf dengan
persekitaran kerja disinf.

2

2

3

3

4

4

5

5

C3 I am satisfied with my earning.

Saya berpuas hati dengan bayaran
yang saya terima

2 3 4 5

C4 I frequently think of quitting this job. I

Saya selalu terfikir_u_n__t_u_k_b_e_rh_e._n_tl_·----' 1_--'__2_--' 3__-'---_4_---' 5 Ibekerja dari sfni. I _

Thank you for your cooperation.
Terima kasih di atas kerjasama anda.
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APPENDIX B DATA ANALYSIS

Demographic frequency

Gender

Frequency Percent Valid Percent Cumulative

Percent

Male 129 82.2 82.2 82.2

Valid Female 28 178 17.8 100.0

Total 157 100.0 100.0

Age

Frequency Percent Valid Percent Cumulative

Percent

Less than 21 years old 7 4.5 4.5 4.5

2\ till 30 years old 99 631 63.1 67.5

31 ti II 40 years old 35 223 223 898

Valid 4! till 50 years old 10 6.4 64 96.2

51 till 60 years old 5 3.2 3.2 994

61 years old and above I .6 .6 100.0

Total 157 100.0 100.0

Education

Frequency Percent Valid Percent Cumulative

Percent

Formal 85 54.1 54.1 54.1

Valid Informal 72 45.9 45.9 100.0

Total 157 100.0 100.0
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Data cleaning analysis - all items

Bl T f[ype 0 payment system you receive

Frequency Percent Valid Percent Cumulative

Percent

Fixed wages 50 31.8 31.8 31.8

Piece rate contract 43 27.4 27.4 59.2
Valid

Daily rated 64 40.8 40.8 100.0

Total 157 100.0 100.0

B2 Monthly Income

Frequency Percent Valid Percent Cumulative

Percent

RM 900 - RM 1000 31 19.7 19.7 19.7

RM 1000 - RM 1500 83 52.9 52.9 72.6

Valid RM 1500 - RM 2000 25 15.9 15.9 88.5

RM 2000 or Above 18 11.5 11.5 100.0

Total 157 100.0 100.0

db Ii''lid 'hhB3 I'm sa tis Ie Wit t e amount 01 pay an ene It I receive

Frequency Percent Valid Percent Cumulative

Percent

Strongly Disagree 2 1.3 1.3 1.3

Disagree 8 51 5.1 6.4

Uncertain 19 12.1 12.1 18.5
Valid

Agree 80 51.0 510 69.4

Strongly Agree 48 30.6 30.6 100.0

Total 157 100.0 1000

h''b'd ff ' IB4 I am au'ty pal 01' w tat contn ute to t IS OI'I!:

Frequency Percent Valid Percent Cumulative

Percent

Strongly Disagree 1 .6 .6 .6

Disagree 5 3.2 3.2 3.8

Uncertain 18 11.5 11.5 15.3
Valid

Agree 91 58.0 58.0 73.2

Strongly Agree 42 26.8 26.8 100.0

Total 157 100.0 100.0
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kind1
0B5 I wor .. m a I!oo wor II! envnt

Frequency Percent Valid Percent Cumulative

Percent

Disagree 4 2.5 2.5 2.5

Uncertain 15 9.6 9.6 12.1

Valid Agree 95 60.5 60.5 72.6

Strongly Agree 43 27.4 27.4 100.0

Total 157 100.0 100.0

kddffiO fir o°dB6 MJ ty company provi es su IClent ac Ities an eqmpment to owor

Frequency Percent Valid Percent Cumulative

Percent

Disagree 10 64 6.4 6.4

Uncertain 22 14.0 14.0 20.4

Valid Agree 77 490 490 69.4

Strongly Agree 48 30.6 30.6 100.0

Total 157 100.0 !OO.O

°bh ht ddo dB7 I can use my m epen ent t ouo an action m my .10

Frequency Percent Valid Percent Cumulative

Percent

Disagree 4 2.5 2.5 2.5

Uncertain 28 17.8 17.8 20.4

Valid Agree 76 48.4 48.4 68.8

Strongly Agree 49 312 31.2 !OO.O

Total 157 100.0 100.0

h U88 MOb'LV 10 IS C a en!!ID

Frequency Percent Valid Percent Cumulative

Percent

Strongly Disagree 8 5.1 5.1 5.1

Disagree 9 5.7 5.7 10.8

Uncertain 31 19.7 19.7 30.6
Valid

Agree 69 43.9 43.9 74.5

Strongly Agree 40 25.5 25.5 100.0

Total 157 100.0 100.0
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khin fB9 I have oJ]· ~ortumties to earn new t Il!S rom my wor

Frequency Percent Valid Percent Cumulative

Percent

Strongly Disagree 6 38 3.8 3.8

Disagree 3 I 1.9 1.9 5.7

Uncertain 19
1

12.1 12.1 17.8
Valid

Agree 86 54.8 54.8 72.6

Strongly Agree 43 27.4 27.4 100.0

Total 157 100.0 100.0

ffO'bTtv fI I 'h d t kBI0 MOb alllY 10 ows me to (ea wIt an a e reSDOIlSl I I or man 'a aIrs

Frequency Percent Valid Percent Cumulative

Percent

Strongly Disagree 5 I 3.2 3.2 3.2

Disagree 6
,

3.8 3.8 7.0

Uncertain 20 12.7 12.7 19.7
Valid

Agree 82 52.2 52.2 72.0

Strongly Agree 44

I
28.0 28.0 100.0

Total 157 100.0 100.0

B11 The supervisors never !!ive me allY feedback about the Quality of my job

Frequency Percent Valid Percent Cumulative

Percent

Strongly Disagree 42 26.8 26.8 26.8

Disagree 54 34.4 34.4 61.1

Uncertain 34 21.7 21.7 82.8
Valid

Agree 21 13.4 13.4 96.2

Strongly Agree 6 3.8 3.8 100.0

Total 157 100.0 100.0

d dB12 The su el'Visors alwavs !!iye SUDDort an !!\Ii ance to me

Frequency Percent Valid Percent Cumulative

Percent

Disagree 8 5.1 5.1 5.1

Uncertain 14 8.9 8.9 14.0

Valid Agree 84 53.5 53.5 67.5

Strongly Agree 51 32.5 32.5 100.0

Total 157 100.0 100.0
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B13 The ovel"all quality of the sUllervisors I receive in my work is excellent

Frequency Percent Valid Percent Cumulative

Percent

Disagree 8 5.1 5.1 5.1

Uncertain 18 115 11.5 16.6

Valid Agree 92 58.6 58.6 75.2

Strongly Agree 39 24.8 24.8 100.0

Total 157 100.0 100.0

. h IId I' hi814 Ihave a 2:00 re ations IP Wit co eallUes

Frequency Percent Valid Percent Cumulative

Percent

Uncertain 7 4.5 4.5 4.5

Agree 81 51.6 51.6 56.1
Valid

Strongly Agree 69 43.9 43.9 100.0

Total 157 100.0 100.0

tidf' dlkB15 M! IV co-wor ers are very nen van suppor ve

Frequency Percent Valid Percent Cumulative

Percent

Disagree 2 1.3 1.3 1.3

Uncertain 9 5.7 5.7 7.0

Valid Agree 71 45.2 45.2 52.2

Strongly Agree 75 47.8 47.8 100.0

Total 157 100.0 100.0

B16 T le people I work with are ver coonerative here

Frequency Percent Valid Percent Cumulative

Percent

Disagree 3 1.9 \.9 \.9

Uncertain 13 8.3 8.3 10.2

Valid Agree 65 4 \.4 41.4 51.6

Strongly Agree 76 48.4 48.4 100.0

Total 157 100.0 100.0
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kdfdf'B17 I I'eccn'e respect an air treat rum lOSS an co-wor 'ers

Frequency Percenl VHliJ Percent Cumulative

Percent

Disagree 10 64 6.4 6.4

Unce11ain 21 13.4 13.4 19.7

Valid Agree 85 54.1 54.1 739

Strongly Agree 41 26.1 26J 100.0

Total 157 100,0 1000

kodfB R J1 l!et I'ccoom non rom m~ 20 WOI"

Frequency Percent Valid Percent Cumulative

Percent

Disagree 6 38 3.8 3.8

Uncertain :\3 210 21.0 24.8

Valid Agree 79 503 50.3 75.2

Strongly Agree 39 24.8 24.8 100.0

Total \57 100.0 100.0

dd'B 9 ~I bo aI1 l' Y SS' wa'Vs praIses me Wlen omg a goo wor.

Frequency Percent Valid Percent Cumulative

Percent

Disagree 6 38 38 3.8

Uncertain 36 22.9 22.9 26.8

VaJid Agree 61 38.9 38.9 65.6

Strongly Agree 54 34.4 34.4 100.0

Total 157 100.0 100.0

hdb' bOOfkB20 y OU \'1'01' . very Ill)' u no y rom t c ml!t cares

Frequency Percent Valid Percent Cumulative

Percent

Strongly Disagree 36 22.9 22.9 22.9

Disagree 58 36.9 36.9 59.9

Unce11ain 35 223 22.3 822
Valid

Agree 15 9.6 9.6 917

Strongly Agree 13 8.3 8.3 100.0

Total 157 100.0 100.0
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kId . h'" b"lid 'hihkidfCl I am sans Ie' Wit t' 1\ o wor Oint IS .10

Frequency Percent Valid Percent Cumulative

Percent

Disagree 4 2.5 2.5 2.5

Uncertain 15 9.6 9.6 12.1

Valid Agree 94 59.9 59.9 no
Strongly Agree 44 28.0 28.0 100.0

Total 157 100.0 100.0

hkihIiC2 Jam satis led wit wor on!! COI\(lIticlIl ere

frequency Percent Valid Pen;en! Cumulative

Percent

Disagree 3 1.9 1.9 1.9

Uncertain 19 12.1 12.1 14.0

Valid Agree 105 66.9 669 80.9

Strongly Agree 30 19.1 19.1 100.0

Total 157 100.0 100.0

C3 I " Ii d "tJam satis Ie WI I mv eannlll!:

Frequency Percent Valid Percent Cumulative

Percent

Strongly Disagree 2 1.3 1.3 l.3

Disagree II 7.0 7.0 8.3

Uncertain 24 15.3 15.3 23.6
Valid

Agrec 70 44.6 44.6 68.2

Strongly Agree 50 31.8 31.8 100.0

Towl 157 lOO.D 100.0

tI t1" k f "t " th" bC~ Ifreoucn v un o aUI tin IS 10

Frequency Percent Valid Percent Cumulative

Percent

Strongly Disagree 43 27.4 27.4 27.4

Disagree 69 43.9 43.9 71.3

Uncertain 36 22.9 22.9 94.3
Valid

Agrce 7 4.5 4.5 98.7

Strongly Agree 2 1.3 1.3 100.0

Total 157 100.0 100.0
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B 16_The people I work with are I
1.000 .722

very cooperati ve here

B 17_1 rccei vc respect and lair
1000 .622

treat from boss and co-workers

818_' get rec<Jgnilion from my
1.000 .705

good \vork

1319 My noss always praises me
1.000 697

; when doing a good work

; B20_ You lVork very hard, but
1000 .817

nobody from the mgt cares

Extraction Method: Pnncipal Component Analysis.
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dETotal V .'" "" __ ~ • _________ ...._~A.......

Component Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Total % oCVariance CUlnuJati 'iC ~'O Total % of Variance Cumulative % Total % of Variance Cumulative %

1 7.-191 37.4 56 37.456 7A91 37.456 37.456 5.508 27.540 27.540

2 1.923 9.613 47.069 1.923 9.613 47.069 3.027 15.135 42.675

3 1.594 7.972 55.041 1.594 7.972 55.041 1889 9.445 52.120

4 1.200 6.000 61040 1.200 6.000 61.040 1.471 7.353 59.473

5 1072 5.360 66401 l.O72 5.360 66.401 1.385 6.927 66.401

6 .964 4.822 71.222

7 .822 ·U12 75.335

8 .680 340J 78.735

9 .581 2.907 &1.642

10 .564 2.818 8<1.460

11 .525 2.623 87.083

12 .463 2.314 89.397

13 404 2.022 91.418

14 .357 1.785 93.204

15 .297 1.487 94.691

16 .263 1316 96007

17 .233 1.163 97.170

18 .223 1.115 98.285

19 .l98 .988 99.273

20 .145 .727 100.000

F:-.1raction Method. Principal Component Analvsis.
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C tMtri"omponen 2l. X

Component
~

1 2 3 4 5 "II.-
B 1_Typc of paymcnt system you

.502 -.521 .486
receIve

B2 _Monthly Income .318 -577 .340

83--I'm satisfied with the amount
.678 -.345

of pay an d bencfi t i rccei vc

B4 J am fairly paid for whal r
.754

contribute to this org

B5..1 work in a good working
.561

envnt

B6_My company provides

sufficient facilities and equipment .766
,-

to do work

87~l can use my independent
.549 .359

thought and action in my job

B8My job is challenging 654 -.343

B9 J have opportunities to leam
.465 .507

new things from my work

RIO_My job allmvs me to deal

with and take responsibility for ,430 .651

many affairs

B11_ The supervisors never give

me any feedback about the quality -.526 .363 .387

of my job

B 12_The supervisors always givc
790

support and guidance to me

B 13_The overall quality of the

supcrvisors I receive in my work .773

is excellent

B14) have a good relationship
.536 .585

with colleagues

B15_My co-workers are very
.458.715

friendly and supportive

B 16_The people I work with are
.745 .379

very cooperative here

B 17_1 receive respect and fair

I
.780

treat from boss and co-workers

B18) get recognition from my
.759

good work

B 19_My boss always praises me
.751 -.335

when doing a good work
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B20_You \vork very hard, but

i nobody from the mgt cares

I

I .370 .523 .571

Extraction Method: Principal Component Analysis.

a. 5 components exlTacted.

deRotate omponent tV atnx ..

Component

J 2 3 4 5

BI _Type of paym en t system you
888

receive

B2.Mollthly Income 319 ·.638

B3 - ['m satisfied with the amount
.801

of pay and benefit i receive

B4 -' am fairly paid for what [
.815

contribute to this org

85_I work in a good ·working
.565

envnl

B6_My company provides

sufficient facilities and equipment .737

to do work

B7_I can use my independent ..
.389 .542

thought and action in my job

D8_My job is challenging 465 643

89_1 have opportunities to learn
.450 .600

ncw things from my work

BIO_My job allows me to deal

with and take responsibility for .423 .666

many affairs

BII_Jhe supen·isors never give

me any feedback about the quality -.353 ·.395 ·.448

of my job :.

B 12_The supervisors always give
.693 .393

support and guidance to me

BI3.Jhe overall quality of the

supervisors I receive in I1\Y work .619 .433

is cxccllen t

B14) have a good relationship
.8 [5

with colleagues

B [5_My co-workers are very
.366 757

friendly and supportive

IB 16_The people 1 work with !Ire
.479 .665

very cooperative here I
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B I7_I recei ve respect an d fai r
.348.682

treat from boss and co-workers

B 18J get recognition from my
.699 .303

good work

B19_My boss always praises me
.598 .351 .332

when doing a good work

B20_You work very hard, but
-.884

nobodv from the mgt cares

Extraction Method: Principal Componenl Analysis.

Rotation Method: Van max with Kaiser Normalization

a. Rotation converged in 7 iterarions.

Scree Plot
-----------------_._-----_._---------

I I I , I I i I I I
8 0 1011 1: 13 14151', I' 113 lJ::' 2.0

Component Number

MTcomoonent rans ormation atnx

Component I 2 3 4 5

I .821 .510 .079 .208 ./27

2 -.060 .080 .948 -.170 -.248

3 -.441 .726 -.028 -.295 .437

4 .150 .227 -.297 -.626 -.668

5 .325 -.394 .074 -.670 .534

Extraction Method: Principal Component Analysis.

Rotation Method: Varimax with Kaiser Normalization.
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Factor analysis - dependent variable

KMO and Bal'tlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

Approx. Chi-Square

.632

91.784

Bartlett's Test of Sphericity df

Sig.

6

.000

Communalities

Initial Extraction

Cl - I am satisfied with the kind
1.000 .611

of work I do in this job

C2_1 am satisfied with working
1.000 .474

condition here

C3J am satisfied wi th my
1.000 .512

eamll1g

C4J frequently think of
1.000 .379

quitting this job

Extraction Method: Principal Component Analysis.

E I' dT IV .ota anance ~xplame

Component Initial Ei~envalues Extraction Sums of Squared Loadings

Total % of Variance Cumulative % Total % of Variance Cumulative %

I 1.976 49.395 49.395 1.976 49.395 49.395

2 .794 19.862 69.257

3 .780 19.498 88.756

4 .450 11.244 100.000

Extraction Method: Principal Component Analysis.

86



Scree Plot

o£.

1

Component Numb~H

..Mcomponent atnx

Component

1

CI -1 am satisfied with the kind
.782

of work [do in thisjob

C2J am satisfied with working
.689

condition here

C3J am satisfied with my
.715

earning

C4_1 frequently think of
-.616

Qllittlllg this iob

Extraction Method: Principal Component

Analysis.

u. I components extracted.
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Reliability analysis

Pay
Reliability Statistics

Cronbach's Alpha Cronbach's Alpha N of Items

Based on

Standardized

Items

.835 .840 2

Item-Total Statistics

Scale Mean Scale Corrected Squared Cronbach's

ifltem Variance jf Item-Total Multiple Alpha ifItern

Deleted Item Deleted Correlation Correlation Deleted

B3 I'm satisfied with the

amount of pay and benefit i 4.0701 .566 724 .525

receive

B41 am fairly paid for what I
4.0446 .748 .724 .525

contribute to this org

Working environment

R Ii bili Se a ~ tatistics

Cronbach's Alpha Cronbach's Alpha N ofItellls

Based on

Standardized

Items

.666 .676 2

Item-Tota! Statistics

Scale Mean Scale Corrected Squared Cronbach's

if Item Variance if Item-Total Multiple Alpha if Item

Deleted Item Deleted Correlation Correlation Deleted

B5 I work in a good working
4.0382 .704 .511 .261

envnt

B6My company provides

sufficient facilities and 4.1274 .458 .5]] .261

equipment to do work
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,.~", ork itself

Reliabilitv Statistics

Cronbacn's Alpha Cronbach's Alpha N of Items

Based on

Standardized

Items

.675 .669 3

Item-Tolal Statistics

Scale Mean Scale Corrected Squared Cronbacb's

if Item Variance if !Lem-Total Multiple Alpha if Item

Deleted Hem Deleted CorrelatIOn Correlation Deleted

B7_I can use Illy independent
7.9809 2.634 .356 .129 .730

thought and action in Illy job

B9J have opportunities to team
8.0637 1.919 .547 .342 .498

new things from my work

B 10_My job allows me to deal \vi th

and tak.e responsibility for many 8.0828 1.820 .578 .361 .4Sl

affairs

SU7Jervision
Rdiabilit), Statistics

Cronbach's Alpha Cmnbnch's Alpha N ofTtems

Based on

Standardized

Items

.833 .833 2

Item-Total Statistics

SCllle Mean Scale Corrected Squared Cronbach's

if Item Variance if (tcm-Total Multiple Alpha if Item

Deleted Item Deleted COITelation CDrrelation Deleted

B 12_The supervisors always

givc support and guidance to 4.0318 .569 .714 .510

me

B 13_The overaJl quali ty of the

supervisors 1 receive in my 4.1338 .604 .714 .510

work is excellent
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CO-WOl'kel'S

R Ii b'll S f tie a 1 tv ta IS cs

Cronbach's Alpha Cronbach's Alpha N ontems

Based on
I

Standardized

Items

.830 .833 3

Item-Total Statistics

Scale Mean Scale Corrected Squared Cronbach's

ifltem Variance jf Item-Total Multiple Alpha ifItem

Deleted Item Deleted Correlation Co rrel alion Deleted

B14_1 have a good relationship
875iW 1.608 .633 .452 .821

with colleagues

B 15_My co-workers are very
8.7580 1262 .790 .624 .660

friendly and supportive

B 16_The people j work with
8.7898 1.270 .666 .491 ,798

are very cooperative here

Recognition
Reliability Statistics

Cronbach's Alpha Cronbach's Alpha N of Items

Based on

Standardized

Items

,851 852 3

Item-Total Statistics

Scale Mean Scale Corrected

ifJtem Variance jf Item- Total

Deleted Item Deleted Correlation

Squared

Multiple

Condation

Cronbach's

Alpha ifJtem

Deleted

1317J receive respect and fair

treat from boss and co-workers
8.0000 2.295 .680 .464 &29

778

.766

.554

.568.750

.736

2.242

2.075

8.0382

7.9618

Bl8J get recognition from my

good work

B19_My boss always praises

me when doing a good work
~~;";";;"';;';;';';';'~=;;""';';;';';';"'---JI....__""" --'-_""'__..&.. "''' ''''
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Job satisfaction

Reliability Statistics

Cronbach's Alpha Cronbach's Alpha N of/terns

Based on

Standardized

Items

.616 .636 3

Item-Total Statistics

Scale Mean Scale Corrected Squared Cronbach's

if Item Variance if Item-Total Multiple Alpha if Item

Deleted Item Deleted Correlation Correlation Deleted

CI - I am satisfied wi th the kind
8.0191 1.519 563 .321 .339

of work I do in this job

C2J am satisfied with working
8.1210 1.915 359 .184 .606

condition here

C3 J am satisfied with my
8.1656 1.216 .407 .210 597

eaming
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One-way anova

ANOVA of Pay and Job Satisf~ction

ANOVA

MEAN JobSatisfaction

Sum of Squares df Mean Square F Sig.

Between Groups 10.275 10 1.028 9.924 .000

Within Groups 15.117 146 .104

Total 25.393 156

ANOVA ofWodring Envi."onment and Job Satisfaction

ANOVA

MEAN JobSatisfaction

Sum of Squares df Mean Square F Sig.

Between Groups 6.440 6 1.073 8.496 .000

Within Groups 18.952 150 .126

Total 25.393 156

ANOVA of Work Itself and Job Satisfaction
ANOVA

MEAN JobSatisfaction

Sum of Squares df Mean Square F Sio.

Between Groups 5.691 10 .569 4.217 .000

Within Groups 19.702 146 .135

Total 25.393 156

ANOVA of Supervision and Job Satisfaction

ANOVA

MEAN JobSatisfactioll

Sum of Squares df Mean Square F Sig.

Between Groups 7.618 8 .952 7.930 .000

Within Groups 17.774 148 .120

Total 25.393 156
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ANOVA of Co-Workel's and Job Satisfaction

ANOVA

MEAN JobSatisfaction

Sum of Squares df Mean Square F Sig.

Between Groups 6.566 7 .938 7.424 .000

Within Groups 18.826 149 .126

Total 25.393 156

ANOVA of Recognition and Job Satisfaction

ANOVA

MEAN JobSatisfaction

Sum of Squares df Mean Square F Sig.

Between Groups 10.139 ]0 1.014 9.705 .000

Within Groups 15.254 146 .104

Total 25.393 156
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Correlation analysis

Correlations

MEAN .. MEAN_Working MEAN Work MEAN- MEAN Co MEAN ! MEAN Job

Pay En vironment ItSelf Supervision Worker Rtto",iti~"ASa'i'fu~'O"~.

Pearson Correlation I .552" .236" .198"' .514
..

.617 .567

MEAN]ay Sig. (I-tailed) .000 001 .006 .000 .000 .000

N 157 157· 157 157 157 157 157

Pearson Correlation .552" I .441" .319" .500" 479"" .478"

MEAN WorkingEnvironment Sig. ( I-tailed) .000 .000 .000 .000 .000 .000

N 157 157 157 157 157 157 157

Pearsoll Correlation .236" 441" 1 353" 414" .217' 372
.,

MEAN WorkItSelf Sig. (I-tailed) .001 .000 .000 .000 .003 .000

N IS7 IS7 157 157 157 157 157

Pearson Correlation .198-' .319" .353" 1 .239" .322" .390"

MEAN SupervIsion Sig. (Hailed) .006 .000 .000 .001 .000 .000

N 157 157 157 157 157 157 157

PearsoJJ CoITel ation .514" .500" .414
...

.239" J .553 ,• .478"

MEAN CoWorker SiB. (I-tailed) .000 000 000 .001 000 .000

N 157 157 J57 157 157 157 157

Pearson Correlation .617" .479" .217" 322" .553" I .582"

MEAN_Recognition Sig. (I-tailed) .000 .000 003 .000 .000 .000

N 157 157 157 157 157 157 157

Pearson Correlation .567" .-+78" .372" 390" 478" .582"\ 1

MEAN _JobSalisfactioll Sig. (I-tailed) .000 .000 000 .000 .000 .000

N 157 157 157 157 157 1571 157

** Correlation is s,gniiicant at the O.OJ level (I-tailed).
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Multiple regression analysis

Variables EnteredIRemoved"

Model Variables Entered Variables Removed Method

MEAN_Recognitio

n,

MEAN WorkltSel

f,

MEAN Supervisio
EnterI

n,

MEAN_ WorkingE

nvironl1lent,

MEAN CoWorker,

MEAN Pal

a. Dependent Variable: MEAN_JobSatisfaction

b. All requested variables entered.

Model S

Model R R Square Adjusted R Square Std. Error of the Change Statistics Durbin-

Estimate R Square Change F Change dfl df2 Sig. F Change Watson

I .696" 485 .464 2954J .485 23.497 6 150 .000 1.'859

a. Predictors: (Constant), MEAN_Recognition. MEAN_WorkItSel( MEAN Supervision, MEAN WorkingCondition, MEAN CoWorker, MEAN. Pay

b. Dependent Variable: MEAN_JobSatisfaction
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s
L::
;""'1

~_. j

<, J
j

ANOVA"

Model Sum of Squares df Mean Square F Sill;.

Regression 12303 6 2.050 23,497 .000b

1 Residual 13.090 150 .087

Total 25393 156

a. Dependent Variable: MEAN_JobSatisfaction

b. Predictors: (Constant), MEAN__Recognition, MEAN_WorkltSeJC MEAN_Supervision,

MEAN WorkingEnvironment, MEAN_CoWorker, MEAN_Pay

Coefficients'

Model Unstandardized Coefficien ts Standardized t Sig. Col linearity Statistics

. Coefficients

B Std. Error Beta Tolerance VIr

(Constant) 1.002 .236 4.253 .000

MEAN_Pay .211 .063 .273 3.340 .001 .515 1.943

MEAN_WorkingEnvironment .031 .048 .051 .645 .520 .553 1.808

I MEAN WorkltSelf .088 .044 .141 1.999 .047 .696 1,438

MEAN_Supervision .139 .054 .168 2.566 .011 .799 1.252

MEAN CoWorker 046 .056 .065 .826 .410 .558 1.791

MEAN Recoil;l1ition .204 .062 .269 3.264 .001 .506 1.975
~ll "'I

(

u. ~

(

(

:«.

..j a. Dependent Variable: MEAN_JobSatisfaction

i I ~ ,.'-

t:
, "
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APPENDIXC CURRICULUM VITAE

MAAZAITIL AISYAH BINTI BAHRUNI

PERSONAL JNFO~lViA~flON .. . ,- .' ......• "J';

: 24

: Female

: Single

: 23/12/1991

: Malaysia

: 911223-01-6518

Age

Gender

Marital Status

Date of Birth

Nationality

NRIC No.

Transportation : Valid driving license (D)

CONTACT INFO~M1AT/riJt!

Address : 185, FELCRA Sungai Ara, 81900 Kota Tinggi, Johor.

Email: maazaitilaisyah@gmail.com

Phone No. : 014-5333285 I 07-8824721

1. Qualification

Institution / College

Grade

Bachelor of Science (Hons.) Plantation Technology
and Management, 2015

Universiti Teknologi MARA (UiTM)

CGPA: 3.75

2. Qualification

Institution I College

Grade

Diploma in Planting Industry Management, 2009

Universiti Telmologi MARA (UiTM)

CGPA: 3.74

3. Qualification

Institution / College

Grade

SPM,2008

Sekolah Menengah Kebangsaan Bandar, Kota Tinggi,
Johor

4A,1B,4C,1D
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JNI)USTR/lJ.J;;.· tRAINING· EXPERIENCES
1. Company

Position
Duration

2. Company
Position
Duration

3. Company
Position
Duration

4. Company
Position
Duration

5. Company
Position
Duration

FELCRA Sungai Ara ( Dusun Panti
Practical Trainee
July - September 2013
Ladang UiTM Pahang

Practical Trainee
October 2011 - November 2011
Mushroom Biotech Enterprise, Kg. Sinaran Baru, Skudai, Johor
Practical Trainee
November 2010 - December 2010\
MARDI Kuala Linggi, Kuala Sungai Baru, Melaka
Practical Trainee
May 2010 - June 2010
Nursery UiTM Pahang
Practical Trainee
Novem ber 2009 - December 2009

LEVEL ACTIVITIES

University • Technical Bureau in "Kern Jati Diri dan Nadwah Kepimpinan" at Port
(UiTM) Dickson, Negeri Sembilan, 2013.

• Participant, "Seminar Bersama Mahasiswa UiTM dan UPM" held by
Federal Agriculture Marketing Authority (FAMA), 2012.

• Participant, "Seminar Rahsia Keusahawanan" organized by Faculty
of Plantation and Agrotechnology, 2012.

School • Program Latihan Khidmat Negara (PLKN), 2009

• Committee member of Kelab Rukun Negara, 2008.

• Participate in Puteri Islam Marching Competition, Sekolah
Menengah Kebangsaan Bandar, 2008.

• Participate in "Perkhemahan Perdana Unit-Unit Beruniform", 2008.

Cik Nordiana binti Ibrahim
Head, Center of Bachelor Degree
Studies,
Faculty of Plantation and Agrotechnology,
Universiti Teknologi MARA
Kampus Jasin,
77300 Merlimau, Melaka.
013-3430508 I 019-6888187
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Associate Professor,
Faculty of Plantation and
Agrotechnology,
UniversitiTeknologi MARA
Kampus Jasin,
77300 Merlimau, Me/aka.
019-3587092
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