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ABSTRACT

Background: Consistent with other countries, Malaysiasuffersfromashortageof nursing faculty. Inseveral
studiesit has been seen that job satisfaction has been shown to contributeto retention of nurseeducators. The
maj ority of thesestudiesarefrom devel oped countriesand wereconducted over tenyearsago. Asaresult these
findingsmay not berelevantto contemporary Malaysia. So, thepurposeof thisstudy wastoinvestigatethelevels
of job satisfactionamong nurselecturersinMalaysia.

M ethods: Atotal of 20 nursing collegesthroughout M alaysiaweresel ected for random sampling, of which 30%
agreedtoparticipate. TheMinnesotaSati sfaction Questionnairewith additional demographicand organi zational
characteristicsquestionswasused to collect thedata. Descriptivestatisticswasusedto examinedifferencesin
job satisfaction between demographic and organizational variables. Spearman’srho was used to test the
rel ationship between each of thedemographi c/ organizational characteristicsand overall job satisfaction.

Results: A total of 73 nurselecturers(73% responserate) returned the completed questionnaire. Thefindings
indicated only amoderatel evel of job satisfaction. Therewereno significant correl ationsbetween demographicor
organizational variablesand overdll job satisfactionlevel swiththeexception of thenumber of students(p=0.017).

Conclusions: An understanding of thefactorsaffecting job satisfaction among nursing faculty could enhance
retention and recruitment inthisprofession. Further research using acombination of quantitativeand qualitative
approachesisrecommendedtoprovideanin-depthunderstandingof nursinglecturers’ perceptionsof jobsatisfaction.
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INTRODUCTION

Thenursing professionin Malaysiaisfacing many
challenges asaresult of rapid socio-economic change
and al so due to changes occurring within the country’s
healthcare system, in thisage of radical reform (Barnett
etal., 2010). Both factors have asignificant impact on
the development of nurse education in Malaysia,
demonstrated by an increase in the number of nursing
colleges from 46 in 2008 to a total of 106 in 2010
(Khatijah, 2010; Ibrahim, 2008). Such rapid growth has
created anincreased demand for appropriately qualified
nurse educators (K hatijah, 2010). Consistent with other
countries (McAllister, 2012; McDermid et al ., 2012;
Potempaet al., 2009) Malaysia suffersfrom alack of
nursing faculty (Ibrahim, 2008). Reasonsfor such a
situation may be due to the shortage nurses globally,
limited opportunities to qualify as an educator and
difficulty in the retention of staff (Khatijah, 2010;
McAllister, 2012). Lack of nursing faculty isconsidered

to be amajor barrier to the continuing production of
registered nurses, and this in turn is expected to
significantly affect futurepatient care(McDermidetal.,
2012; Potempa et al., 2009; Gui et al., 2009) It is
thereforeimportant to identify the factorsinfluencing
nurse faculty recruitment and retention, particularly for
developing countriessuch asMalaysiawith very less
nurse-patient rati os than recommended (World Heal th
OrganisationMa aysia, 2009).

Levd of job satisfactionwasafactor previoudly linked
with the retention of nursing faculty (Chung and
Kowalski, 2012; Baker, 2010a). Elements that can
negatively influencethe sati sfaction of nursing education
as a career include heavy workload, low wages,
curriculum revision, insufficient support and time
pressure. (Baker, 2010b; Yordy, 2006; Gerolamo, 2011,
Holopainena et al., 2007) Several earlier studies
examined nurse educators’ satisfactioninrelationtoa
number of influencing factorsand most of them reported
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moderatelevelsof job satisfaction (Barrettetal., 1992;
Chenetal., 2005; Guidry, 1991; Kuennen, 2002; Snarr
and Krochalk, 1996). Overall however, thereis a
paucity of recent research into job satisfaction among
nursing faculty, with themagjority of studiesbeingfrom
devel oped countries. Given therecent concerns about
decreasing numbers of nurse educators, there is a
strong need for more contemporary studies. Further, it
ispossiblethat issuesrelating to job satisfaction havea
greater or |lesser significancein developing countries
duetothediffering social contexts of nurse education
(Gui et al., 2009) Studies from countries such as
Malaysiaaretherefore urgently required.

Job satisfaction isinfluenced by awide range of
variables which can be broadly grouped into
demographic and organi zational characteristicsand
intrinsic and extrinsic factors. Intrinsic factorsinclude
responsibility, achievement, promotional opportunities
and recognition. In areview by Gui et al., (2009),
investigators studied intrinsic factors associated with
nurse teachers' job satisfaction. The report cited the
following factorsaffecting thisprofession: professional
autonomy, good supervision, positive feedback from
|earners and supervisors, supportive colleagues and
keeping clinical knowledgeuptodate. Extrinsicfactors
arerelated totheorganizational characteristics, but al'so
includerelationshipswith co-workers, leadership styles
and salary. Studies indicated that factors with the
highest predictive power for job satisfaction areintrinsic
factorsrather than extrinsic (Gormley, 2003).

Demographic factorsinclude level of education,
years of teaching and age of lecturers. Findingsare
conflicting asto the contribution of demographicfactors
to job satisfaction among nurse educators. From a
study conducted in Midwestern states, North America,
it wasfound that there was no significant relationships
between level of education and years of teaching
with the overall job satisfaction (Kuennen, 2002).
However, an earlier North American study reported
inverse relationships between number of years at the
current institution and satisfaction with the work
(Donohue, 1986).

Organizational factors include type of nursing
institutions, number of students and salary. A meta-
analysisof thefinding of six studieson organizational
characteristics showed that they havelittle predictive

power for job satisfaction (Gormley, 2003). Conversely,
(Clifford, 1992) reported that large groups of students
wereviewed negatively by anumber of teachers, whilea
Canadian study found significant differencesin job
satisfaction among university and college faculties
(Barrettetal., 1992).

Giventhecurrent context of anageing nursing faculty
and increasing numbers of schools and students in
Malaysiaitisimportant to increase our understanding of
the contribution of demographic and organizational
characteristicsalong with intrinsic and extrinsic factors
towardsjob satisfaction among nurse educators. The
aimof thisstudy wasthereforetoidentify thelevel of job
satisfaction of nurselecturersin Malaysia, including
intrinsic and extrinsic aspects, and to explore the
relationship between demographic / organizational
characteristicsand overall job satisfaction scores.

METHODS
Sample

A list of namesand addresses of nursing institutions
wasretrieved from the Malaysian Ministry of Health.
From 106 nursing institutions registered under the
Malaysian Nursing Board, proportional random sampling
was used to select 20 institutionsto represent both public
and private nursing schools and colleges. The study
samplecomprised of 12 privatenursing colleges, 5 public
nursing colleges and 3 universities. Sample size
calculations(Cohen, 1987) indicated that 102 parti cipants
were needed for 80% power and an effect size of 0.5 at
thep=0.05level of significance. Inclusioncriteriafor the
study weretobeafull timenursinglecturer and having at
least one year of teaching experience.

Data collection

Two questionnaireswere used. First, aself-report
guestionnaire was designed to obtain the following
measures: gender, marital status, age, academic
qualification, years of experience asaregistered nurse,
years of experience as a nurse teacher and academic
position. Organizational datasuch astype of teaching
institutions and number of students were also
incorporated. Inorder to enhancereliability apilot study
was conducted on ten nurselecturersintheresearcher’s
workplaceto test the validity of the questionnaire with
only minor modifications.
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Second, we used the Minnesota Satisfaction
Questionnaire (MSQ) to measure job satisfaction.
(Weisset al., 1967) Several instruments have been
adopted by researchers to examine job satisfaction
among nurse teachers, (Gui et al., 2009). For the
present study we chosethe MSQ asitisconsidered to
be cohesivewith Herzberg'smotivator-hygienetheory,
used as the conceptual framework for this study
(Herzberg, 1966). The MSQ is a measure of facet
satisfaction developed by theinternal criterion likert
method. Each of the twenty facets of work are
described by 20items. A general job satisfaction score
of 100 is obtained by summing all 20 item scores
(Hersen and Thomas, 2004). TheMSQ isalso scored
using two second-order scales: intrinsicjob satisfaction
and extrinsic job satisfaction. The total score for
extrinsic facetsis45 and for intrinsic facetsitis55. A
combination of the M SQ and the M ultifactor |eadership
Questionnairewas previously used to measurenursing
faculty job satisfaction and their perceptions of
leadership stylesin Taiwan (Chenet al., 2005).

Ethical considerations

Aninitial letter was sent to the deans or heads of
nursing departments requesting approval to conduct the
study intheir colleges. Approval letterswerereceived
from 3 privatenursing colleges, 2 public nursing colleges
and 1 university. Theresearch project wasapproved by
Monash University Human Research Ethics Committee.
Participation in the study was voluntary and nurse
lecturers were under no obligation to consent to
participation. Return of thecompleted questionnairewas
consideredtoimply consent.

Procedure

Questionnaire parcelsincluding theinvitation | etter
were mailed to the deans of nursing colleges, and
distributed to participants by administrative staff on
behalf of theresearcher. All completed questionnaires
were mailed back to the researchers separatel y without
revealing theidentification of the participants.

Dataanalysis

All datawere analysed using the Stati stical Package
for the Social Science (SPSS) for Windows, version
16.0. One- way ANOVA was used to examine any

significant differencesinjob satisfaction levelswithin
sub-categories of each of the demographic and
organizational variables. Two-tailed t-tests were
adoptedtoinvestigateany significant differencesinjob
sati sfaction between nurselecturersemployed at public
and private nursing colleges. At or F statistic value of
0.05 was considered statistically significant.
Correlational analysisbetween each of thedemographic
/ organizational characteristics and overall job
satisfaction scores were measured using Spearman’s
rho asthe variables represented non parametric data.

RESULTS
Demographicand or ganisational char acteristics

A total of 73 nurselecturersreturned questionnaires,
giving aresponserate of 73%. AsshowninTablel, the
respondents consisted of 72 femaleand 1 male. Over
three quarters of participantsweremarried. The age
groups of participantswere distributed equally among
those over 50 yrs (25%), 36 to 40 yrs (23%) and less
than 35yrs(23%). Most participants were qualified
withadiplomaor Bachelor Degreein Nursing, withonly
15% having a master’s degree or PhD. Majority of
participants had over 10 years of experience as a
registered nursewith amean of 17 years. Incontrast to
their number of years' experienceasaregistered nurse,
themajority had lessthan 3years' experienceasanurse
teacher with a mean of 7 years. A total of 63% of
participantswerejunior lecturers. The proportions of
respondents from public and private nursing colleges
weresimilar. Themajority of participantswereteaching
in collegeswith student popul ations of lessthan 300.

We examined thelevel of overall job satisfaction of
nurselecturersin Malaysiaas measured by the M SQ.
Table 2 showsthe mean score of general or overall job
satisfaction was 66.3 out of atotal possible scoreof 100,
representing amoderate level of satisfaction (Weiss et
al., 1967). Only 11% of nurse lecturers were very
satisfied (M SQ scores=81-100) in their job. Wealso
examinedintrinsic and extrinsic satisfaction. Thisstudy
found a mean intrinsic factor score of 37.5 out of a
possible total score of 55. Resultsindicated a mean
extrinsic factor score of 28.8 out of a possible total
score of 45.
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TABLE 1: Demographic and organisational characteristicsof 73 nurselecturersin Malaysia

Demographic characteristics n (%)
Gender Male 1(1.4)
Female 72 (98.6)
Marital Status Not married 58 (79.5)
Married 15 (20.5)
Age <35yrs 17 (23.3)
36 —-40yrs 17 (23.3)
41 -45yrs 9 (12.3)
46 -50yrs 12 (16.4)
>50yrs 18 (24.7)
Academic Diploma or Bachelor degree 62 (84.9)
qualification Other? 11 (15.1)
Years experience as aregistered nurse <3yrs 3(4.1)
4-6yrs 5(6.8)
7-9yrs 3(4.2)
>10yrs 62 (84.9)
Mean (Standard deviation) 16.8 (9.3)
Years experience as anurse teacher <3yrs 28 (38.3)
4-6yrs 18 (24.6)
7-9yrs 10 (13.7)
>10yrs 17 (23.4)
Mean (Standard deviation) 6.6 (5.7)
Academic Position Junior lecturer 46 (63)
Senior lecturer 27 (37)
Teaching institutions Public nursing college 37 (50.7)
Private nursing college 36 (49.3)
Number of students <300 39 (53.4)
301 - 1000 13(17.8)
>1000 21(28.8)
1*Other’ defined asMaster Degreeor PhD Figure 1: Intrinsic facet scores
TABLE 2: Job satisfaction scoresof 73 nurselecturersin 4 g
Ma'aysia '4 | T T T T | T T - T T
35
3
Mean SD 2.3
Overall satisfaction score 66.3 12.5 1.5
Intrinsic satisfaction score 37.5 6.9 o_%
Extrinsic satisfaction score 28.8 6.3 0

Intrinsic and extrinsic facet scor es;

AspresentedinFigure 1, all the elevenintrinsic work
facets scored a mean of 3 and above. The highest
ranking work facetswere “social service” (3.7, + 0.9) Extrinsic satisfaction scoresarereportedin Figure 2.
and*“ability utilization” (3.6, + 0.8). Theintrinsicfactor  All nineextrinsic work facetsscored 3 and above except
which received the lowest satisfaction rating by compensation. This scored 2.6 (+ 1.3) and was the
participantswas" responsibility” (3.0, £ 1.1). lowest ranking work facet with this scoreinterpreted as
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dissatisfied. The highest ranking work facets were
security (3.6, + 0.9) and coworkers (3.6, £0.8).

Figure 2: Extrinsic Facet Scores

We also examined any significant differences in
overall job satisfaction level saccording to participant
demographicsand organizational characteristics (Table
3). Therewere somedifferencesin mean overall job
satisfaction scores between sub-categories of

demographicvariables, including apattern of higher job
satisfaction for thosewho werenot married compared to
thosewho weremarried (69.9 vs. 65.4), and for those
with adiplomaor degree compared to thosewith ‘ other’

qualifications(66.7 vs. 63.9). Thoseparticipantswith4to
6 years of experience asaregistered nurse also had a
higher mean score, in particular compared to thosewith
<3 years of experience (73.4 vs. 59.3). However,
analysisof variancerevea ed nosignificant differencesin
these scores.

For organizational characteristics, mean overall
satisfaction scoresfor nursing lecturersin privatenursing
collegesweredlightly higher (68.4) compared to public
nursing colleges (64.2). Mean scoresdeclined asthe
number of students increased. The smallest student
numbers (<300) obtained the highest mean score (69.1).
L ecturerswiththelargest student numbers(>1000) were
least satisfied intheir job (61.5). Analysisof variance
indicated no statistically significant differencesbetween
typeof teachinginstitutionsand number of students.

TABLE 3-Mean overall satisfaction scoresaccording to demographic characteristicsfor 73 nurselecturersin Malaysia

Demographic and organisational characteristics n Mean SD t/F statistic*

Marital Status Married 58 65.4 11.6 -1.27 (ns)
Not married 15 69.9 15.6

Age <35yrs 17 68.7 12.7
36 —40yrs 17 60.9 11.6
41— 45yrs 9 70.0 14.9  1.29(ns)
46 —50 yrs 12 65.1 9.2
>50yrs 18 68.2 13.4

Academic qualification Diploma or Bachelor degree 62 66.7 12.4 0.69(ns)

tOther 11 63.9 13.6

Years experience as aregistered nurse <3yrs 3 59.3 17.6
4—-6yrs 5 73.4 21.0 0.85(ns)
7-9vyrs 3 66.7 11.2
>10yrs 62 66.1 11.6

Years experience as anurseteacher <3yrs 28 66.8 11.3
4—6yrs 18 64.8 17.6 0.13(ns)
7-9vyrs 10 67.4 9.2
>10yrs 17 66.5 10.5

Academic Position Junior lecturer 46 66.4 12.2 0.09(ns)
Senior lecturer 27 66.1 13.3

Teaching institutions Public nursing college 37 64.2 11.4 -1.46(ns)
Private nursing college 36 68.4 13.2

Number of students <300 39 69.1 12.3
301 - 1000 13 65.8 11.8 2.6(ns)
>1000 21 61.5 12.4

1*Other’ defined asMaster Degreeor PhD

* Significanceof differencein meansbetween categoriesof each variabletested using oneway ANOVA or independent samplet-test at the 0.05

level
ns = not significant at p < 0.05
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There were no significant differences in mean
intrinsic satisfaction scoresfor each of the demographic
or organi zational characteristicsfor nurselecturersin
Malaysia(datanot shown). Thosewithlessthan 3years
of experience as a registered nurse scored a lower
intrinsic satisfaction level (31, £9.2) compared to those
with more experience (37.5, £6.6), although this
differencewasnot statistically significant. Therewere
also no significant differences in mean extrinsic
satisfaction scores for each of the demographic
characteristics and organizational characteristics.
However, the sametrend asfor overall job satisfaction
scores according to student numbers was apparent.
Meanintrinsic and extrinsic satisfaction scoresdeclined
as student numbersincreased.

Finally, we examined the association between each
demographic/ organizational characteristicandoverdl job
satisfaction scoreusing Spearman’ srhocorrel ation (datanot
shown). Results showed that ailmost all variableswere
inggnificant at the0.05s gnificancelevel withtheexception
of thevariable“number of students’ (p=0.017). Adlight
inverse linear rel ationship between these variableswas
noted with a correlation coefficient value of -0.28,
suggesting that lecturersfrom collegeswith fewer numbers
of studentsweremoresatisfiedintheir job.

DISCUSSION

The main finding of this study indicated that
Malaysia's nurse lecturers demonstrated a moderate
level of job satisfaction. There were no significant
differencesinjob satisfaction within sub-groupsof each
of thedemographi c and organizational variables. There
were also no significant correlations between the
majority of demographic or organizational variablesand
overall job satisfaction levels, with the exception of the
variable“number of students’.

Findings from this present study are generally
consistent with those who report low to negligible
associ ations between organi zational characteristicsand
overall job satisfaction. Public/private statuses, size of
student enrolment and nursing program characteristics
have been shown by others to be unrelated to job
satisfaction. (Snarr and Krochalk, 1996; Barrett et al .,
1992) However, wedidfind aslightinverseassociation
betweenthenumber of studentsat eachingtitutionandjob
satisfaction, and while it is not possible to make
inferencesfromthisfinding, itisof interest giventhat no

similar studieshavebeen conducted in Malaysia. More
details are needed to validate these results, such asthe
lecturer to student ratio, workload detail, and type of
nursing program offered.

“Responsibility” was rated as the | east satisfying
intrinsicfactor. “Responsibility” isassessed by theitem -
“The freedom to use my own judgment”, and could be
interpreted asthenursing lecturersfeeling constrainedin
makingtheir ownjudgments.

Thestudy findingsal so suggest that nursing lecturers
withlessthan 3 yearsof experienceasaregistered nurse
exhibit lower satisfaction than other groups. A possible
explanation is that those with minimum clinical
experiencemay haveencountered problemsintheir class
teaching, causing an undesirable effect on job
satisfactionlevels. Clinical experiencewould enhance
thelecturers' confidencelevel inintegrating theory and
practical whenthey are conducting classes.

I dentification of limitations

Malelecturerswere excluded fromthisstudy because
therewasonly onemal e participant, and so thefindingsof
this study cannot be generalized to male nursing
lecturers. Accordingto samplesizecal culations, (Cohen,
1987) asample size of 102 was needed for 80% power,
but with a73% responserate, power decreased to 68%.
Furthermore, the respondent’s views may have been
contaminated by others with the adoption of mailed
surveys. (Dillman, 1978) Results are based on self-
reported measures and thusare morelikely to be subject
toresponsebias.

Therdiability and validity of theM SQ may needtobe
re-examined according to Malaysian context and culture,
sinceit was adopted from Minnesotain North America.
Moreover, it cannot be assumed that the dimensions of
theseinstruments are generalizable to professionalsin
nursing academia. Work on instrumentation related to
nursing faculty job satisfaction remainslimited. Another
issue that should not be overlooked was the language
used in the questionnaire. The questionnaires were
delivered to participants without tranglation, but many
nursing lecturersinMalaysiahavenot adopted English as
their first language, therefore there might have beenthe
possibility of imperfect understanding of the
guestionnaire.

Implicationsfor nursing
In order to deal with theissue of faculty shortage, a
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moredetail ed study of job satisfaction|levelsamong nurse
lecturersshould be employed by nurse administratorsas
part of devel oping recruitment and retention strategies.
Studying job satisfaction among nursing educatorscould
lead to theidentification of environments conduciveto
high levels of satisfaction and enhance retention and
recruitment of nurse educators. Deans or managers of
nursing faculty might find the results from this study
useful when dealing with motivationissues. Effortscan
be made to eliminate or reduce the effects of those
factorswhich lead to dissatisfaction and enhance those
which can lead to satisfaction.

Thereisastrong rel ationship between dissatisfaction
and burnout. (Roelen et al., 2008) Employeeswithlow
|level sof satisfaction areat risk of emotional exhaustion,
absenteeism and mental disorders. Screening of job
satisfaction level samong nurselecturerscan be adopted
asaprevention strategy.

Recommendationsfor further research

It is recommended that this research topic be
exploredinalarger, more heterogeneoussampleinorder
to generalize more broadly to all nurse lecturers in
Malaysia. The samplesizeshould belargeenoughto at
least meet apower of 0.8. An appropriate instrument
which comprisesabroader scopeisrecommended. Such
an instrument may need to be modified for nursing
academiaand adapted to thelocal context for maximum
effectiveness and accuracy. (Gui et al., 2009)
Furthermore, a translated questionnaire (Malay or
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