CHAPTER 2 Yv

LITERATURE REVIEW q

2.1 Introduction z '
This chapter further discusses the literature relatedig the varia ;c‘he study.

It begins with the literature about job satisfaction, t portange of j b'sa&ﬁsgzon,
factors of job satisfaction, and antecedents j atifa\&i ex ,@ chapter
continues with the literature on lifelon $ nﬂTd lifel Ye.arning, and
dimensions of lifelong learning i.e., ivatigh, improvi owledge and skills, and

supporting career development. Th%is is fol\ed$y f\&l’erature regarding the
N
concept of WFE. After that, thi%r disgusse ast szé"e% related to the influence
o

of lifelong learning towards,j sfar , thg influ of lifelong learning towards

WFE, WFE towards j als f*‘]}& mediating role towards lifelong

4 F &
learning and job sa 'won. iﬁusslon a related theories and models will also

been discussed % . Ne vant E&"chesis for the study is discussed. Lastly,
#
this chapter %th a fra r .
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2.2  Job Satisfaction T

There are numerous definitions of job satisfaction among previ@olars
which had been conceptualized in many ways. No universal consen yet been
reached about employees' job satisfaction. Brown (2008) supports thq "while several

scholars interpret job satisfaction, the meanings are different‘" M the concept of

job satisfaction can be provided, the essence and value o s a universal human
endeavour must be examined. Various researchers have adiffere twve on job
@

satisfaction. The following text discusses some o@t often/quo. d}ﬁ@ns on
P 4

job satisfaction. Y. \ \Y~
Hoppock established the earliest W of § isfacti e described
gic@ysiological and

satisfaction at work as a combina oathe psyc

environmental conditions which re ake eﬁi&al
[

S
satisfied with my job” (Hoppo ). This congept m§ it internal and has to do

with the way the employe% anl" s, while "éﬁatisfaction is influenced by
th S,

several external influe er te
4 &
or factors that mal;ﬁl hz@ isﬁe%&éxt, Vroom reflects on the position of
the employee irﬂ{ rkplaee 1 i, definition of satisfaction. Thus, it describes job
@

satisfaction %ive idelines ér t{;veorkplace that people currently play (Vroom,
4&. N\

1964).% F f Yé\

affer's interpretati@‘f 953, p.3, quoted in Evans, 1997) was that job
saE&ion is that of the needs of individuals: 'the overall satisfaction of the work will
1

r to the degree in which certain requirements of a person who is fulfilled in a job

@ that “I am happy or

j Béaﬁéction offers a series of variables

re actually met; the greater the need, the closer the satisfaction of the job will rely on

it'. Also supported for the interpretation of the fulfilment of personal needs, Sergiovanni
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(1968) emphasised the important connection between the theory of motivation - e

and the theory of human motivation (1954) which focused on a hierarcl%\lman

needs. *

Meanwhile, Locke (1976) described job satisfaction as a "p%sant or happy

emotional condition arising from the assessment of this igb ot from the work

experiences". The definition given by Spector is the mi ted l’n terms of job
satisfaction. Spector (1996) says workplace satisfaction 1 "atti d’e\s@i jobs and

X~

involves affective, cognitive and behavioural component with re d'to @erent
relevant factors, such as salary, advancement,y iesc\& s, managers and

others".

p(é’ljoyable or positive
S

emotional condition arising fr nderstandi £Q osphere concept, work
environment evaluations, %expj c ‘Sc ption of all elements of the
workplace. Ukil (201 that empl eﬁl ﬁbfaction is often known as job
4 &
satisfaction and w th@msitive ntal state, showing the perceived
en si

connection bet\\ tuati
¢
researchers %de s ha lge
sltll

satisfactionyis Still not ?ly agt€ed and so various writers have different ways to

WO and his perceived job offering. To date,

e

—

ve in discussing the meanings, where job

427/@:\?

defing job satisfaction (Aziri, K 7 Xuong-Kiet Vuong and Minh-Quang Duong 2013).

\ob satisfaction has been viewed in a variety of ways according to concept,
d fs, opinion, and interest. According to Badreya (2010), job satisfaction is a
ultifaceted phenomenon that is influenced by a variety of influences. Apart from that,

job satisfaction may be both affective and cognitive in nature. Affective job satisfaction
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refers to the degree to which a person experiences pleasurable emot10na1
towards various aspects of his or her working circumstance. On the other s1®utlve
job satisfaction refers to an employee's perceptions, emotions, and rea spec1ﬁc
facets of their employment, such as compensation, benefit plans, wo Wlours and a
variety of other factors (Kosi, Sulemana, Boateng & Mensah, 2015

As a result of the description, it can be inferre %: atisfaction is a
composite of positive and negative feelings towards one's%gb. It i iw‘ly related

to an individual's behaviour at work, and it r to a fwo 's' t@g of

accomplishment, achievement, and satisfacti the{ T tha\3~hat job

satisfaction is related to an employee's workimood'or an‘tude, thh 1r subjective

assessment of their job based on thelr& experienc arr@ et al., 20006).

In this current study, the res has exa\whe 'J}programme for public
primary and secondary school% job satisfaetio Qed on their attitude and

feeling towards the job. Th 'tu g of the@wrs represent their affective,

cognitive, and behavio onent. ;;e ‘ne&red by looking at various aspects
of the job such a &pronr Wards orkers, supervision or their leader,
scheol

ommumcatlon

natu ork as a teacher. It is parellal with

b

Spector (19 e rd1 1n£i0t9°f) ob satisfaction as mentioned above. Apart
N\
from th achef’s> ?gs ab& their above-mentioned job aspect will play an

1mp ole in assessing the{%ﬁ satisfaction level at school.

3
§
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2.2.1 The Importance of Job Satisfaction.
A

Although the majority of companies or organisations aim for emu)yees job

satisfaction, not everyone achieves it. That is why it is necessary for human resource

T
experts to have a better understanding of the factors that contribute to employees’

ay
happiness or satisfaction and how they relate to a company's overall performance.
A
Employees of each organisation, whether for-profit or not-for-profit, are the critical
{
i y
element in determining the organisation's performance. Mamtamul% employee

« 1 ™ o

engagement and satisfaction needs more than }'ust competitive compegnsatlon and

- T

benefits. Job satisfaction is often an advantage to an organisation and it has an impact
- - =
\\ a V"
on the success of the company owing to the employees' commitment to that company.
: U )
Job satisfaction is often believed to be causally related to both EE.SCCSS and personal

well-being (Aziri, 2011).
The value of job sati

negative effects of job di }' 1:
absenteeism, a rise in ies ‘and so
\" ’ &

satisfaction charact cs: Q ;Q}
1. es s ve or atlons.
¢

C.)

co pany shou hﬁ'ldlﬁ_l}s employees equally and respectfully. In such

C/)
Q
-+
C—
é’
~
N
8
Q
=
=
@]
=
o
o
=t
=
=
o
o
=
&
@]
=
<
S
=X

N\
ionsfa atlon'& ob satisfaction may be a reasonable measure of

the productivity of t loyees High levels of job satisfaction will show

be treated amicably and organisations should try to avoid a gap between the

E\ that workers are in good emotional and mental condition. Employees should

employer and employees. Working as a team is much better and can build a

strong cooperation between employers and employees.
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2. The behaviour of employees may influence the functioning and ope ]
of a company in accordance with their degree of work satisfact%\
It can be assumed that satisfaction with the job leads to g&nduct and
vice versa, where dissatisfaction at the task or job &?to negative
behaviour. Positive behaviour among the satisfied loyees will enhance
X

productivity while negative behaviour is from dissatisfied

employees which is harmful and may cause a to the Wi‘on.
sures for i iciitgé‘\)?)f an
10n i)v\éi gani@nal units

may be characterised through a jeb sa smen@t in turn may
be a positive indicator of improvements rga@onal units can be
implemented to improv@rmanc&wﬁ

? ) y Qi:}
S KNG
2.2.2 Factors of Job Sati%i_ N

Job satisfaction% mic and mu ?&et’e&henomenon that can make many

4 &
individuals feel dif] NThc@satisfaéﬁdl applies to the mindset and emotion

3. Satisfaction with jobs can function as

organisation. Different degrees of sati

[T = -,

people have to% eir j 'dingééfmstrong (2006). This argument is also
confirmed % (2008), \ here étiél‘c?ion with a job is an emotion created by the
belief t&vproﬁi ma@\a} and psychological requirements. It is really
subjective when we talk of so é@z; feelings, and everybody has a feeling that can add
happiness to their work. However, previous scholars conducted such studies in order to

identify and understand the factors of employee happiness. Research has so far been

onducted and still ongoing to define and assess the factors for job satisfaction.
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When talking about factors of job satisfaction, it must be also kept in mi t
the factors that can cause dissatisfaction. There is no consensus regardin issties of
job satisfaction and dissatisfaction among authors (Aziri, 2011). Aw&e earliest
scholars in job satisfaction, Herzberg (1976) came up with HerleTwo Factor
Theory. Perhaps this theory is the most often quoted Viewpoiv%meory shows that

workers are influenced by factors which lead to job satisfac syand ')y factors which

lead to job dissatisfaction in their work setting. The factows, that affectsjob satisfaction

@
| | N B ANrN\Y
are recognized as the "motivator" and factors that e job diss a‘:tw&frys the
L 4
N

Table 2.1: Job Satisfactiow s (Herzbe 197(1éY~

"hygiene factors."

Company policies Achievement
Supervision S) R@on’ ‘_(‘\):
Interpersonal relations Work itself

Work conditions h} ' ‘%x;ons@y
Salary Advancement

Job security

They cam 1
factors &
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Manager’s concern for people

Job design (scope, depth, interest, perceived value)
Compensation (external and internal consistency)
Working conditions

Social relationships

Perceived long-range opportunities

Perceived opportunities elsewhere

\ . Levels of aspiration and need achievement j

\J

Figure 2.1: Factors of Job Satisfaction ( yaes, %
@

Rue and Byaes (2003) also decided that all th atisfactio tc“s@ will

PN RPN =

bring job satisfaction to the employees if all ar%‘ ed bs&m. This
. 9

situation will enhance the organisational 1 ent‘ﬂmon the e@yees towards
S }d no

the organisation. In contrast, if these M e en‘@yees’ satisfaction,

or they felt dissatisfaction, the or %on wi A.é}sequences from their
? 0 )

employees in terms of high r, absentegisi, @fmess, accidents, strikes,
grievances, sabotage and ot \ N
Also, Spector ( erts that the ¢ nine' main organisational determining
4 &)
factors to the satis'ﬁ@)f o®e nin ors that contribute to job satisfaction
are pay, prom@tion, Ysupervisi fringe%’eneﬁts, contingent rewards, working

c ¢

conditions, gmployees, the (é employment, and communication. These nine job
\

satisfac%l;

a cliister of evaluative feelings about a job’ (Murray,
199 h scholars, Spector @O[urray, provided descriptions and examples of these

S

<

ors rfp t‘;

ni \anisational job satisfaction factors which are detailed as follows.

S
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Table 2.2: Spector (1997) Job Satisfaction Factors
N

No. Factors Description Example
1. Pay Satisfaction with pay and amount and fairness or
raises equity of salary
2. Promotion Satisfaction with promotion | opportuniti€s and fairness
opportunities ﬁgr’ otions
3. Supervision Satisfaction with the person’s | fairness and competence
immediate supervisor at managerial tasks by
one’s supervisor
4. | Fringe Benefits Satisfaction with fringe ins raMatlon
Benefits compensation andQ\EEr
rin l
5. Contingent Satisfaction with rewards (not sense of respect,
Rewards necessarily monetary) given recognition, and
for good performance appreciation
6. Operating Satisfaction s and\ othQE, procedures,
Conditions PrNur les{pérceived red tape
7. Co-workers Satisfaction with co-workers perceived competence
and pleasantness of one’s
colleagues
o i en
8. | Nature of Work Saw n with e ofAQ enjoyment of the actual
L WO]’< one N tasks themselves
9. | Communication Satisfaction w1th sharing of information
* communication within the within the organisation
organisation (verbally or in writing)
8328
2.2.2.1 Ant f Job Sa ﬁ \
ntec 0 ac orL)
E JOb satigfaction \&Jthe most vital element seeking for every
org ther for profit o'r no1’£zproﬁt organisation. This is because to getting a title
as wn and successful\;%amsanon the organisation must have a really good

formance by their organisation’s employees. To retain and maintain employees’
formance at a high level is not easy because employees have a different set of

expectations and satisfaction. It is the responsibility of the organisations’ management
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team to do some research to find out the solution to satisfy what the employeew
and want. %\

In the field of education and job satisfaction, numerous studies ﬂ%cused on
the factors which motivate teachers to stay at work or quit their jo&l?oe, Cook, &
Sunderland, 2008; Demirel, 2014; Evans, 1997; Tickle, 2008).@faction with the

work of teachers is important, since it affects teachers over (Ptto & Arnold,

2005) and teaching quality (Demirtas, 2010). A lot o dy asw‘improve

teachers' job satisfaction across the globe for primaty,*secondary o ni‘/er \lavel

Cax%' rds, .@;phill, &
&‘J\'lian : 2007;@;:1astasiou &
&

teachers and their working environment satisf:

Templin, 2016; Crossman & Harris, 2006'%
Zembylas, 2005). \:) ®)
A mix method study condl%by Reza\t%. Q{@} among 440 English

S
Foreign Language (EFL) teach%satis actiongand jzé@rformance in Iran found
\ -@n between EFL teachers and

the existence of a moderate% reldt
job performance. Mea% No ,a dly hébeen done by E.M. Skaalvik and

™W.
4 F &

S. Skaalvik (2017) ng 760|t from e | to 10 regarding their perception

of the school goals striicture job sati on and motivation to leave the teaching

)

g ¢
profession. EE result showed a?'th@erception on learning goal structure via job
s fow

N\~

satisfactionyi er th otivation to leave the teaching profession.
&xt, studies to in@ze the effect of personnel, interpersonal and
0%1 tional factors in job satisfaction among 300 adult trainers of public Vocational
raining Institutes in Greece concluded that adult trainers’ job satisfaction is influenced
ostly by interpersonal factors i.e., relationship with administration and organisational

factors and working conditions (P. Bakirtzoglou & P. loannou, 2016). Another study by
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S. Ofei-Dadoo et al. (2018) regarding job satisfaction and burnout among non- 1
workers in a medical education centre in USA highlighted for job satisfa%\ctors
which are the nature of work, support from co-workers, supervision*ontingent
reward that influenced burnout. The finding concluded that non-medi€al workers at a
local medical education centre were generally satisfied with, their and showed a
moderate degree of burnout. %

Meanwhile, in Malaysia, a study about job satisfagtion SWE done in
ted by/AliasN. fet _{.’}‘Zz(;l 7)
ent% ing, leadership, and

pub@qrgversities in
nﬂl,@s%d by knowledge

various fields of work. A quantitative research was c

on the relationships between knowledge m

job satisfaction on a total of 291 non-acadw
0

Malaysia. The overall employee sati@w
=\

management and training; howev%dership $1p yee satisfaction have no
N
substantial connection among%aden? c loyee evertheless, the finding

was contradicted with anot@ d[ y Sarah @rini et al. (2012) among 150
senior non-academic % orthern b.IJ;S,ft}’Qélaysia. The research found that

leadership has a nﬁpact\(':jhyee sﬁﬁction while management knowledge
and training ha\% anin ct on eg%ﬂoyee satisfaction. Senior employees are
@ C.)

qualified a veladequate er an@g of their jobs due to their expertise. That is

fov]
7]
©n
=t
=
]
=

=
a

N\
the reas ainifl ?anagﬂ&:nt knowledge do not affect employee retention

amq&enior non-academic @ Employee training and management knowledge are

\ifelong learning and carried out through various ways such as formal, informal

: E
G n-formal.

45



A study about job satisfaction also has been carried out among academ il
in Malaysia. A quantitative study among 212 lecturers from UiTM Melaka%\aj ah
campus was conducted by Ridzuan et al. (2018) to recognize and me e factors
of employees’ job satisfaction. Out of four factors to measure job satim, only three

of them have a positive significant relationship with job satiii'icti which are work

relationship, self-efficiency, and payment and reward. ver, jol' security has a
negative significant relationship with job satisfaction. A I Su ewcturers at

the Northern University of Malaysia was carried

by W mad _\SEiYSM

se h\c{o fac@(')f higher
X

ploy%was assessed
ees@aﬁonship, career

learning lecturers at a descriptive level. T

according to four criteria, including qaity of em

development, employment, and %e or \_3_31}?
E 0

c;(‘ﬂ'ndings revealed a
S

moderate degree of job satisfacti

Other studies carrie%th emi staf@alayﬁa have shown that the
r 0

relationship between s%
Ahsan, Zaini AI;K%; and| \a\ ong g.\ﬂ Fie, 2009), there was a strong
tio

significant com& e j 'satisfﬁ’f?%n and commitment to work (Zainudin
Awang, Ju %)ani \ ,éntt_lcja?zmi Mohamed Zin, 2010), the association
betweer@vandﬁ f)f job&::sfaction was significant (Aida Mehrad, 2011),
ther&a positive relationshj tzv:een financial reward and job satisfaction (Noraani
%}a, (2013), and empathy was a significant negative antecedent of job satisfaction
Rusnifaezah bt Musa, Nik Kamariah Nik Mat, Chia Po Li, Yusrinadini Zahirah Md.

Qsa Yusuff, and Rosni Suib, 2013).

k an:'i bs szadh&' is significantly negative (Nilufar
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Job satisfaction also has been studied in Malaysia from the perspectw?ﬂ
teaching profession. FS Johari et al. (2018) carried out a quantitative anal ork
life balance (WLB) policies affecting teachers' job satisfaction among %ers from
a boarding school in Negeri Sembilan. In the report, the positive relmnp with job

satisfaction had been established between all elements of 1es (flexibility,

healthcare, job design, and leave provision). The closest re JOb satisfaction
was shown by flexibility.

In a further study by Abdullah and Arokl@m@ to as 31‘1 i@‘)ohool
culture level practices with job satisfaction by t pa]o\ onal.@'h School
of Kedah, the results demonstrated that sc m

the school principals and teachers' Job\%non and t nn@cﬁ between school

culture and job satisfaction is s1gr%t In the @mi et al. (2018) also
\

noticed that the job satlsfactlon ah Nf‘enen htA fila-Rakyat (SMAR) teachers
in Malaysia is different in t of'durati rvic salary

In a further res% ducted Ibyj e{ d Jong Hui (2014), 226 primary

school teachers in la§l nded 1nvest1gat1ve survey to describe the

relationship be m and at1sfact10n The key findings suggested

that the as t1 betwe 1 at10n and work satisfaction is limited yet

import osmwk i ﬁca h11e communication has only a limited impact

satlsfactlon it is s@ﬁportant to establish or build good communication

e teachers, so that their work output can be improved.

Q
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In conclusion, based on several factors introduced by different scholar?ﬂe
field of job satisfaction and supported by the antecedents of job satisfact% the
previous studies, in this current study the researcher used the di s of job

satisfaction by Spector. The main reason in choosing this is because if is close to this

study as it focused more on human service industries (Spector,‘ !Mducation is one

of the service industries where teachers provide a variet lque and skills to

students. To be effective and efficient teachers, satisfac factars a I:em must

N4
be identified. Moreover, dealing with human b such fas d‘n@chool
management, co-workers, and parents are not ta% all oﬁ;em have
different attitudes and behaviours. This sit@

ess fi teachers and
bring dissatisfaction to the job. Spectow Iso agree

will try to avoid an unsatisfying jol%approac\mﬁa'%i

\
factors (dimensions) of job sat% introduce yusziQ;? were suitable to be used
in determining teachers’ jo%cti]l. sa esul;[é% individual achievement and
organisational perforl\% uld be en ncéd*@dge et al., 2001; Stahl, Chua,

4 &
Caligiuri, Cerdin K@uchi, |2 y (}
\ :

2.3  Life arning. 4

&
is re€ogni ?as on‘a& the most important approaches to combat social
echand (Center for th@%earch on the Wider Benefits of Learning, 2008;

¥2012) in order to obtain a certain role in the labour market, learning is especially

t an@l}ticular individual

j@b. Therefore, the nine

&
C-)

rtant; a vital means of ensuring well-being. Continued public interest in learning
nd education is seen as essential to the standard of life and jobs. Working cultures and

environment have recently changed rapidly as a result of globalization, progress of
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technology and the emergence of the information society. This situation r s
citizens and every organisation to take action and reactive steps to %\their
knowledge, skills, capabilities, and competences. In addition, people Wﬂk&: come to
know and understand are able to satisfy their learning requirements, both in their careers
and in their personal circumstances. The crucial point is that.peo elieve like they
ought to understand how to satisfy these needs and know t ﬁl meet them. The
need for this feeling leads the person to make an attemp 0 S0 sM&in‘caining
| | . Ny
technological advances and improvements, a profe requites 2‘12&&!)1 and
adaptation within a social structure sometimes.Y. 4 \,T

The Mondale Bill was tabled in 1976sas updm.e to Highg;ucation Act

of 1965 and is now recognised awafetime Learfiing @ftQ It marked the
establishment of lifelong education %United \e&aTa stlaw act, which included

the definition of lifelong leaming™The Lifelong kea Act described lifelong

learning as following any %, prr i a 'vity‘%s%ervice designed to meet the
changing educational x% Ameri:c ns t ou'gh'bb'their lives, and includes, but not
\&secon

'3 &
limited to, adult b educati(]n,
remedial educa% cial
@ pre-retirement and post retirement training,

education, continuing education, or
special nee %ralm g
>
and edugation prografh: eldetly.” (S. 2497, 1975).

A‘[he meantime, the {%&pean Commission (2005), for personal, social or

0 ional purposes, described lifelong learning as all learner experiences that focus

nal @Yams for groups or for individuals with

Sy

n enhancing the individual's knowledge, skills and abilities. Lifelong education was

escribed as the driving principle for the education agenda for the developed and for
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the developing world in the years ahead, according to Pepka Boyadjieva and w
Petkova (2005). %\
Next, lifelong learning properties offer people more versatile oﬁle means
of learning to continue (Mwaikokesya, Osborne and Houston, 2014). Bunn, E. (2003),
meanwhile, argued that life-long learning includes formal, i OM and non-formal
learning. It involves people's talents or skills, knowledge &(:m' and conduct in

everyday life experiences. .

Knapper and Cropley (2000), both in the fo%d informal ir’g,_'\&e}yti;led
lifelong learners as active learners who prepa: e% i owr@ming. In
addition, Knapper and Cropley (2000) d@ife}?ng rner Y~design and
evaluate their own learning from pe %ers, and ors,@egrate knowledge

from various disciplines, and differen %in ﬁ_{r\ategies in different

N\
situations. The Lifelong Lea'%nden%y (LET caz§ described, however, as
having the requisite expeni%
learning, for the leam%o

strategies in both formal l a

described four &L T enst

regulated e %, and/curi k
%d'ishﬁ\l i Edueational Agency (2000) stated that the concept of
life arning can be deﬁn@f‘z\;o dimensions, 'the lifelong dimension is what one
leE\ui ring life' and that 'the life-wide dimension refers to the fact that education is
arfied out in various environments and situations’. Formal, non-formal and informal
earning is a vital part of life-long learning (National Agency for Education, 2000).

Formal learning, which takes place at institutions of education and training, is often
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coordinated and planned and has goals for learning. Intentional, it usually co W

to degrees and qualifications from the perspective of the student (Singh, r%\ngh

M., 2012; Cedefop, 2014; Werquin, 2010). From a number of studies, l*g can also

be categorised into four general categories: i

1.

1il.

1v.

Formal learning (activities that take place 'Mal educational
institutions that lead to some form of accre i zr q}ahﬁcation)'
Non-formal learning (learning that takes plage out ¢f't al learnlng

environments where learning objectiveSymay not a al&@ to a

specific qualification); Yh. \
Persons taking interest in w niqyes oryawar practises in
particular relevant to \aeer or pe al opment (private

examination tutorlal nical ¢ a te S)(El aining, employment
S
related training ed outreac pro nﬁ\es and other education

activities or, \y t pr1V owned or non-governmental

S Mos nstructured learning activities which
'Viduae}%f order to satisfy the need to know more,

lﬁ'nnﬁc_i}and unintentional learning outcomes resulting

\
:irectw (‘;ther @ities in which learners may suddenly discover a

connection bet different things that has meaning to them.

he idea and concept of lifelong learning, which was placed on the agenda as a

SCO policy in the 1970's, relates to human growth and the continuation of

chooling in the Organization of Economic Cooperation and Development

(OECD) study released in 1973. Learning from birth to age is often seen as an



unavoidable human practise. In 1996, lifelong learning was highlighted as the?!f
lifelong learning in Europe and in year 2000, lifelong learning was emph@s the
main element of the European Union, while the core competences for learning
were released in 2006. These years are important years as far as the@ion itself is

concerned. V

In Malaysia, our former Prime Minister, Tun Abd Zmad'Badawi, during

his speech at the official opening of the ASEM Lifelon rning 2 Posed the
concept of lifelong learning; ' _\(‘}

"The Government of Malaysia has reali al%' g learning in our

Third Outline Perspective Plan. Lifelong leJ;l@\mo dge-b@dzconomy, i

which knowledge and skills must be c@ revised a pr@‘, becomes highly

necessary”. % A\T ,<\'
e

The formation of Malaysi ueprint on mul@on of Lifelong Learning

for Malaysia (2011-2020) \?t}poi eparture
The blueprint, release% Ministry of Ji‘glh(aéluca‘[ion (MOHE) in November

2011, reflects a r@iaﬁvi
0

and to portray nationalwalue
#
$

¥

alaysian lifelong learning.

document reflects) this

N\
a comp% Malagsia’ fv%ti&l approach to education in its general sense, and

rec& that lifelong leamigg'the third pillar of human resource growth alongside

sc? stems and tertiary education.
Q Initiatives were taken by the MOHE for the implementation of the country's
felong learning agenda and for supporting the government in the transformation of the

nation into a high-income economy by 2020 in a Blueprint on Enculturation of Lifelong
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Learning for Malaysia (2011-2020). The problems and challenges of lifelong 1?@

In the lifelon g b eprint;

A
N
S

Cost effectiveness;

Accountability; i

Inadequate mechanism and infrastructure for effeeti plementation of

included in the blueprint are: %\

LLL programmes; '

Leveraging on technology; '\d,
N4

Recognition; ' _é')

Benchmarking with international be

Lack of awareness an

Inadequate ﬁnanm& 0

Inadequate mecw andi

LLL progra% and

Overl }LL a‘twlty rogra@s
N

efe acg%fdur strategies:
’
enin the LL pr and programmes by creating a National LLL

m1ttee t de loagﬂwles and to provide the environment for LLL to
drive the country sﬁenda as a whole;
Providing information and promotional LLL programmes to the community
through catchy taglines, benefits and financing mechanisms to attract and

encourage the general public;
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e Ensure LLL programmes are sustainably recognized and accred1

recognizing prior learning experience, ensuring cons1ste@ and

establishing a credit bank for LLL programmes; and

e Good and strong learning support to inspire people to pailclpate in LLL

programmes
Apart from that, an effective development of :api 1 can increase

productivity, economy and other sectors of the country. res arwg verified
the development of lifelong learning in arci bu@ the
Malaysian Government closely linked to e ility, a d peti‘v'»g&'ess, was

supported by Ghebllawi and his colleague 1 "W
ha

Public primary and seconda teachers a@la perceive their
lifelong learning when they apply t selecte 0 t?e \‘krogramme offered by
MOE. These teachers in gene pr ach th, sﬂlveé:% formal type of learning

whereby they need to furth le s degree or study in a public university
in the country. Indlre are a ny, 1‘\‘ d on-formal and informal type of
learning in order fi m to $1 edg skllls These knowledge and skills
will enhance thwr rma ]irodlt?}%y at school especially in the classroom

to deliver t owledge to ?e tuge 0, the concept of lifelong learning is applied

to the ograr‘

kno& and skills from the@ﬁlng process to get a Master’s degree or PhD.

d
Ny

:publ and primary school teachers when they gain



2.3.1 Need for Lifelong Learning Y'
A

Lifelong learning nowadays is one of the most important topics discussed all

over the world. The existence and awareness of lifelong learning are derived from the

f .
establishment of a knowledge society. Knowledge society is a vital element in

L\

measuring the effectiveness of nation building in all countries over the world. In a

b
lifelong learning culture, learning can occur for anybody, angvhere and anytime. A

i y
world without boundaries with rapid changes and development of technology make it

& 71 o7 X

easier for everybody to get information or knowledge and this situatlon will produce a
% Yy

- T

wise and knowledgeable human being. Through lifelong learnn;g it will enhance the

skills, knowledge, ability, and development of the learne% é\

The personal growth phase 1nvolves continuous learning Wthh occurs over the

- ¥ N ALY
whole lifecycle. It is crucial because we have constantly reinvented or renew our

\ ) A D J C}
knowledge, expertise, behaviours, and beliefs in new contexts. As a result, the growth

ANy NJ W

in oneself, community and nation are reflected. Field (2012) noted that the economic

» ¥V 1 ¥ &<

Justification for lifelong learning relies on the need for rapid technical and science
d
advances, organisational innovatlon as well as global competitiveness which would

AN ' DO [

bring continuous changes and transitions to the front.

N e D!

Khalid (2()'1 4) stated that learnezfr are motivated to study by different causes or
: N
reasons and both Muhammad Abdullah et al. (2008) and John Santrock (2013) claimed
\V e

that most of the adult learners ehticipate in studying as part of their lifelong learning.
Lekoko and Medise (2011) has seen lifelong learning as a torch for education that is

\igportant, suitable, and valuable for learning by actions and experiences and is valued

\by events that constitute it. Nevertheless, Rana (2012), acknowledged that lifelong
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learning is ongoing, inclusive, self-oriented, constructive and broad learning

AN

encompasses all facets of life that have emerged as a global education chal@ge.‘

J

Lifelong learning is also similar to continuing education in nations such as the

f -
United States and Australia. However, in recent years in Scotland, employers who

Yy

support lifelong learning had changed this phenomenon to apprenticeship (Lowe &

A
Gayle, 2015). In the meantime, in a country of South East Asia like Thailand, the Office

{
i y
of non-formal and informal education (ONIE) which is mandated by law ﬂPla)/s a vital
“ <

role to encourage lifelong learning as well as to build a leamlni soc1ety _(I\Qeiirlam &

Kee, 2014). v_; s .\‘f
"‘& - V"
Lifelong learning can be achieved through the process of continuing education

Yo
in a variety of ways. The advantages of contlnulng educatlon to Uple societies and

the national economy are: \_}

o It offers the knowledkexpertlse beliefs, bsngours and understanding
A

that people, communities, and em; lo'yees require in life.

& ! l i \:‘
e [t makes communities more productive and innovative, by developing and

o’ ‘.
dlscoverlng new skllls and ideas for workers. There is a continuous
transition at work in our knowledge -based economy and society. However,

> e D!

Eeople who embrace LLL, learn new skills constantly and learn to face new

) &
Qh/allenges can better meet the requirements of job changes.

o S
The economy is strengthened The more individuals grow their talents,

\? expertise, and skills, the higher their level of economic potential.

Strengthening the economy would allow people to gain more, improve their

lives, and contribute and promote to the economic system (Canlearn, 2009).
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The following are five significant advantages for LLL as noted by Hildebrand D. S.

(2008):

A\
R
N

TEre
When you grow older, constant learning tends to sharpen your intellect and

~ Y
strengthen your brain. It is well established that learning has a positive

' N
impact on the brain in general. Research showed that more trained

w ' 2
individuals are less likely to lose their memories 1n their elderl}l/' years

Sharpens the confidence é I ?3 ' _\

Sometimes, when someone has not stepped out of thgr routine for a while,
-\ N

they haven't taken on a new challenge or really apphed\ themselves to

learning something new, they may find the experience {t_)fit frightening. With

-~ M A

LLL this fear is more easily overcome. This concern is easier to conquer
b d
y (O
with LLL where it helkto bu11d trust in who we are and what we have to
AV

say, how we are able to learn and_éxchange ideas with others.

Sharpens the mind

N 0
Sharpens the 1nt$personal skllls

\{
Socialization opportunities will si ﬁcantly enhance our communications
v , %‘
~ &3
or 1nteqrsonal ab111t1es We are dedicated to life as we learn; we are
1+ D,
dedlcated to those around us We encourage others to understand and
1)
strengthen thelr relatlonshlps as we share what we know.

A
Sharpens the career Qpportunities
LLL would have to be a part of the package of someone with an aspiration
to move their profession or career to the next step. Not only does learning

develop our existing abilities, but also offers the chance to acquire new skills

or to improve opportunities for advancement in careers.
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e Sharpens the ability to communicate Y*
A

Learning also involves the abilities to learn, listen and write; skills that are

important to communicating. Improving these competencies, increases our

TEre
abilities to compose a business document, draw up a communications paper,

L \¢

bring a submission to a department or even talk to the president of the

organisation. h ( '
t &

In previous research, a lot of studies have been done to determine the need for
v b .
| I o7 "X
lifelong learning in a various field. For an example, a study done b% ZeyneE Ayvaz

a T
(2018) among lectures in the faculty of education, Pamukkale University, Turkey found
L - -
""\\ &

that positive attitude of learners, supporting the career development, p\ersonal interest

and internal motivation were among the need for lifelong learning. Titrek et al. (2013)

“ WS ek 4™

argued that university students are expected to be aware of lifelong learning in order for

T ¥
them to reach the knowledge, to analyse knowledge to rerEz’vvand update the knowledge
A
for his or her business purposes and to increase their knowledge capacity.

s Y I 3 <

In a study conducted on nurses in Iran B)_y Ebrahim H. et al. (2012), it was found

that nurses needed lifelong learning because of professional improvement, improving
of knowledge and skills for the sake of the \o;gamsatron and lastly for personal benefit.

[ IS Y
Khany and Boghayeri (2014) concentrated on lifelong learning among teachers and
N
noticed that teachers with 'good lifelong learning levels became innovative and

\V

successful teachers. Ambler @16) supported the argument that teachers must be
~N 3

lifelong learners and continually be up to date with the current situation.
\ Maeanwhile, Coscun and Demirel (2010) did a study to develop a scale of
\lifelong learning tendencies. The scale contained 27 items and four sub-dimensions

called motivation, perseverance, lack of regulating learning, and lack of curiosity.
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Bayrakci and Dindar (2015) did a study on the factors affecting students’ ﬁfelong

learning in higher education and they found that curiosity, openness to learning, access

information for knowledge and skills, and lastly, self-direction and self-evaluation as

the sub-dimensions of lifelong learning. .i

a
In the United States, Song and Bong (2016) reported that out of 87 survey

A
respondents, 91.7% gave the reason for self-directed learning as motivation (interest in

l
i y
the topic), 73.8% for improving and adding knowledge and ‘srkills, and 6179%‘ for their
| ' o XU
self-improvement for the sake of career development. All these reasons will determine

- T

the sub-dimensions of lifelong learning. Another study done by Bernado et al. (2017)
—~ L 4 .
\\ a V'

to identify the determinants of demand for continuous training among users in

: U APY
Institutions of Higher Education in Spain found that the existence of three dimensions
~/

A S L
in lifelong learning. The dimensions are motivational, conflicts or difficulties and lastly

e

J , ¥y &
career development. % 0\] 4 Qc?
N &

From the discussion above, it has been noticed that are a lot of factors

» ¥V 1 ¥ &

(dimensions) that lead to lifelong learning. Among the dimensions, for this study, the
'’ T
researcher focused on motivation, improving of knowledge and skills, and lastly,

AN ' I

supporting career development. This is because these dimensions are suitable with the

N e D X

nature of individual teachers or educators in Malaysia. Moreover, all these dimensions

Rl | 1) &

bring a high level of job satisfaction among the teachers as supported with a research
#

\V .
done bz Ambrosio, Sa, & Sim~§3§ (2014), which revealed the acquiring of new skills,

“~

the development of previously learned skills, the development of adaptation skills and

\c?areer development for the older people who have worked and returned to pursue a

\higher education.
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2.3.1.1 Motivation as a Dimension of Lifelong Learning T

Motivation plays a vital role in lifelong learning especially to th%\) are
adult learners. Motivation is an essential determinant of the learning students
according to the psychologist Robert Slavin (2012), while Osarumw¥1'guisi (2009)
proposed that motivation might happen when there may Ncentive to find
particular targets or goals to meet someone's requireme ke'r cholar has said
motivation is the most critical factor for adults to partiGipate i a.ﬁdsqd)‘lete their

Ronaldo lﬂ) &Sﬂ)\g;und

e% ot%@a service

formal studies successfully (Mary Burns, 2011). Gal

members' awareness, expertise and knowl i ress @j)erseveration
to encourage the success and w i i arniere motivating

innately to be a quality of li%s_
Therefore, motivation% s the 'B i
lifelong learners chieve r \ﬁm’s ttﬁ&.@et learning objectives. Moreover,
Mayhew, Wolniak and¥Pasc 07), ed that motivation for lifelong learning
@ ! C,)
is a vital co nd to caree pés%a)l achievement in the 21st century as well as to
N\
contribufe productivél ‘he soticty. Cross (2014), meanwhile, summarised the

liter@n lifelong 1eaming®(vations which found that the desire for mental and

intellectual stimulation to be the most popular motivation. Socialization/community and
elffesteem are other parts of motivation. Rameshwari Pandya and Poonan Tewari
010) quoted Hermine Marshall's concept and definition of motivation to learn as ‘the
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meaningfulness, value, and benefits of academic tasks to the learner — regar%f
whether or not they are intrinsically interesting” (Marshall 1987, p. 135). %\
Cyril Houle (1961) stated that he has divided the motivation t learners

into three types, which are (1) goal-oriented learners, (2) activity-oriented learners, and

(3) learning-oriented learners. Goal-oriented learners participate¥ in studying or
learning to meet those specific objectives. The activity-or dtamtrs study for the
purpose of learning and can take a course as an escape e to unstration,
_ | | | N

isolation, and loneliness, to achieve more qualificat or obey t aﬂltl f the
family. Learning-oriented learners are the th 5{1 r thej;neﬁt of
grou@ere organised:
or I@L'Sate part-time and

themselves. In another research conducted lwlg:()@?), t
(1) personal objectives, and (2) practic&j%ves to inspi
distance learners. Personal objectiv%rt tlﬁﬁ;&%ﬂ e ~\e\and learn to improve,
develop, growth and achiev%whilg practical \tives are the material

advantages that learners ex?\oittaii m s dyi@eaming (Gouws, 2015).
Motivation is e maint det iflan&)f human behaviour's direction,
4 F &
power, and duraw tea(lh:\no ivationwd$ the driving force for the goals or
targets of the lew Viro d the@ﬁfessional development. The learner will

@ ! Co
be driven by, a strong and con te{t Tf)}tlvation to continue studying and learning in
X o

various #ields.¥In addi Ihe commitment and concern of learners in managing

mo‘,& iS a necessary asp cqrﬁt needs to be emphasized (Wolters, 2011). A study
% Song, D. and Bonk, C.J. (2016) regarding motivation in self-directed informal

d ing from online resources, where among 85 adult learners from various learning

ebsites found that the learners were motivated to learn because of their choice and

=

interest of the subject matter. The choice and interest can be considered as intrinsic



motivation in learning. Self-directed learning highlights the decisiowﬂh
someone’s way to learn; in effect, intrinsic motivation is also essential for @cted
learning (Loyens, Magda, & Rikers, 2008). *
Meanwhile, intrinsic motivation may lead students or learr¥t~o participate
more self-directedly in their own learning activities (Dunlap & Lowenthal, 2011). Good
3.

and strong intrinsic motivation for choices or interests k ersjmotivated with

their learning activities, which sustains and overcomes theflack of w gDabbagh

& Kitsantas, 2012; Wolters, 2011). Similar rese@self-re ula ,ea \g and
motivation was conducted by Luftenegger as cﬁ'r'ned that
X

.(%

develop and

motivation and self-regulated learning r$

achieve high lifelong learning experie@n

poor or low, the high values of othe%rs have Ii m&\m on lifelong learning

and behaviour. Since self-dir d self-regulated ing have autonomy in

learning, however, monitoring is quil: . In order “Segulate one's own learning as

well as motivation, %gg inf:o ation Ia11\i]>2\ppropriate input on learning

development as w, S acl@& or fa&é is vital and necessary (Hattie &

Timperley, 200 (SQ

|
@
Another research’ done y&[% an D. et al. (2016) used a mixed method
N\
approac focu§’ rand rvey questionnaires to 74 teachers from two
uni s in Ireland to answ{.r\)tfle question ‘what motivates teachers to engage in
contintling professional development?’. The result of the research can be concluded that

erSonal motivation was one of the factors that motivated teachers in continuing
rofessional development. In addition, personal choice was the most motivating factor



for the teachers to continue professional development. Apart from that, teachw

are motivated are likely to have increased job satisfaction (Bozpolat, 2016

-\

2.3.1.2 Improving Knowledge and Skill as a Dimension of Lifelong;earning
a

The consideration of learning as a lifelong process is needed when trying to

A
bring about a change in the values and attitudes of the workforce and society towards a

0
i »
sustainable development. The education department and emgloyers are beg_lnmng to be

- I A o

aware of the need of lifelong learning to improve knowledge and skllls It is regarded

- T

as the updating of knowledge in a way that gives satisfaction and encouragement to
g, e
- “ V'
people to take up those activities which bring improvement in their profession.

: U )
Improving knowledge and skills through continuous learning can \bf/clariﬁed as a habit

N ST
which is continuous throughout the life of an individual. The mode of behaviour is that

N .Yy &S
people will continue to learn if they have the ability to learn and respond intelligently

N O NJ W

to exponentially increase their knowledlge ina rapldly changing world (Pan, 1997).

&
To acquire the knowledge and skllls about one’s JOb or personal life, it could

T d Il
happen through formal, informal or non-formal types of learning. This statement was

AN ' D [

supported by Sulaiman and Burke (2009), who found that skills development is needed
N 1o DU

to address the 1ssues of unemployment among Malaysian graduates. Field (2005),

)

agreed that continuous knowledge acquisition and skills creation in the workplace, and
]

VYV

adoption of the concept of 1ifelo;1'g learning is necessary and essential for a person and
>
social development.
\ Other than that, younger people with experience about lifelong learning
\programmes are inspired and hope that the freshly learned know-how skills and

knowledge are useable for job purposes (Awuor & Parks, 2015; Lowe & Gayle, 2015).
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Thus, for the growth and development of human capital, the development of skills and

AN

expertise necessary to have skilled employees is through formal, informal ?d non-

formal lifelong learning. Furthermore, this is an evolving and ongoing process that

should be implemented every day and every time at all ages. T
A study carried out by Margery Ginsberg and Raymuntho‘dkowski (2010)
showed that although younger people were primeﬂu‘r%ling ?tudy for work
opportunities, older people did so in order to gain general knczvled e. .A stu*; by Rothes
| N o

et al. (2014), which included 310 adult students, sugEorted this ar%ument and Egilcluded

T

that improving jobs by acquiring skills and knowledge 1s based on hfelong learning

programmes. °\> é\

To be effective in any type of organ1sat10n a manager must be responsible and

- . N \
better equipped with adequate knowledge and skills and also aware of emerging

' ™
Nk A
organisational issues. Post-secondary education enables anybody to attain the necessary

A RN\

critical thinking skills. This situation is the same for the school environment. In one

» ¥V I ¥ <

study done by Tang, Mohd Yunus, and Hashim (2015b), it was revealed that the lack
T d Il
of excellence among educators is related to the idea that educators did not have enough

Y ' 2

skills, either soft or hard skills, during their own learning in higher education

N e D!

institutions. In ad'dition to this study, the qualitative result from 15 novice teachers
j N
revealed that soft skills are vital and significant to their teaching job. Therefore, teachers

VvV e

must always be alert with the world current trends and equip themselves with
"‘ .\’

A

knowledge and skills in order for them to excel in performing their job and reach the

3@%‘[ level of satisfaction.

64



Verna (2014) revealed that the level of teacher quality depends on his wealth of

AN

experiences and competencies and these can only be achieved through continuous
improvement and innovation. These efforts can only be realized through improving

their knowledge and skills by adapting the lifelong learning culture. .i

a0
Kok and Tan (2011) stated that the lack of training and skills necessary to satisfy

b
the growing demand in an ever-changing environment is one of the ma;j or issues in the
i

»
educational sector across Malaysia. To meet future challen&es, teachers will need a

e ol
| ' o "X
higher precision in decision-making processes, the ability to use information better, and
-

- T

enhanced planning skills. An understanding of all aspects of school as well as other
L e ~
N v

related education department operations and effective communication skills are also

: LY. P
necessary. Tang et al. (2015a) found that the association between seﬁ skills (team work,

- ¥ N e
communication, critical thinking / problem solving, an'd leadgship skill) learned by

a D )
teachers is directed to their excellence in t% They concluded that teachers must

WS N

have these soft skills through lifelong learning to create excellence and effective
i ' e‘

teaching practices. %: { 0

. ; :t%

Another important factor is the ability to balance technological and human
vy ' 2

expertise. According to Cornell-d’Echert (2012), education becomes a way of life and

N e D &K

as such stated that there should be no end to education. Education and training of human

QO | 1) X

resources in any organisations including schools, form a significant part of lifelong
#

vV e LY

learning. Employee training focuses on shaping individuals, their skills and increasing

~ ad
their competitiveness in the global market. In today’s turbulent and difficult-to-
\a?nticipate period, educational activities in management and training are important.
\Besides that, increasing critical thinking skills has been a goal of higher education for

numerous years (Ahrari, Samah, Hassan, Wahat, & Zaremohzzabieh, 2016).
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2.3.1.3 Supporting the Career Development as a Dimension of Lifelong Lezw

Everyone needs to work for various reasons. The reasons might be @etary
income, family responsibility, and fulfilling self needs. Normally, a I person
will join the labour workforce after completing secondary school or'after graduating
from college or university. It will take up to 30 years for thes Mto retire. Along
these 30 years of service, the workers would not want eY:er' life to become
stagnant. Every worker absolutely needs and seeks op orw(‘)r career

- N4
development. In any type of organisation, opportunitiés for career Ve‘logéant for
7

every potential worker is vital whereby it will th% n’ ductivity

and also increase the level of job satisf% mo ork erefore, by

encouraging lifelong learning through al)on-forma inf(@%ﬂ education to the

workers, it will support and provide%rtunities\he‘t_s*w _s\'

. 0 )
Continuing professiona ment (CP mve@acets of both personal and

career development.

professional learning as a p?ﬁ\.eloig arning (L@ntakanen & Kivinen, 2012).
In the context of teachi fessiony Hayes E20~® argued that CPD is a lifelong
’ &
\sl'de or :&iﬂ

learning experierw occurs e the workplace and covers both
teachers’ professionaland p e. Tle%{eachers who engage themselves in CPD
(;n?i performance of their school as well as their

o |
programme only impro Iﬁ'su
\

students%t

to géi ?sionﬁills and knowledge for their career development
g
(E 14). \(.)

\%
E\n addition, Shawer (2010) suggested a concept of CPD by which teachers
0

ve their skills and expertise through continuous learning and therefore, get their

Q)fessional satisfaction. This sense of accomplishment and satisfaction help them to

strengthen the organisation and employment. Lifelong learning helps teachers to



become more confident in their practice by enhancing their awarenew
understanding. This in turn, improves their level of performance and alon% their
qualitative aspect of learning and opportunity for career development A& Smith,
2010). T

In a research of nurses carried out by Price S. and M C. (2017), the
relevance of lifelong learning has been understood i %’g;tlof competence
sustainability, quality patient care, and the development offpotential j.&%wb‘ilities for

nurses in mid to late careers. Career satisfaction was

Y’
ifically tela to’triﬁi}g and
rib% rse@nvestors

, of

poﬁnitl in ord@b ensure their

ette@ tment.
d@‘ﬁ‘long teachers in the

Next, a total of 220 quest&j'res wer bu
0 \
Republic of Ireland and North d to explor&the p @tions and experiences in

continuing professional dev%it 1t o@ lifelong learning. The result
t an

showed that career de d advan m!erm,&tential growth and achievement
4 F &
\sacherséeﬁgage in CPD as part of their lifelong

al., 2 ?&
@ { C,)QJ

Another study on t elgng(t_r}alning programmes offered by Mas Gading

education. Healthy working conditions have b

in ongoing career advancement or develo t

practise continues to grow and to pro heir'patients w

as

~

were the main catal n moti‘la

learning activiti@ Mc

S
Commuait llegedi ?ysia 1& carried out by Amdan, Abdullah and Johan

(ZOQhe research fou C@'fat 23% of the learners of lifelong learning

p Xmes came from different departments at the age of 20. These learners enter the
rogramme to boost their job prospects or to grow their careers. In addition, a survey
arried out at Miri Community College in Sarawak, Malaysia showed that the majority

of lifelong learners are under the age of 40. The learners hoped to use these
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programmes to improve their talents and increase experience for business pw
(Chong & Abdul Rahman, 2014). Having a fair and equal opportunlt areer

development for every worker will benefit the organisation in product\ﬂkcause the

workers have a high level of loyalty and job satisfaction. q

2.4  The Relationship between Lifelong Learning an ;atisiaction
Lifelong learning is the process of acquiring an andi gWge, skills,

confide c‘ee@l and

t % Mx'enzw &

Deﬂiies, 6) se will result

and dispositions throughout one’s life to foster the

enjoyment in all roles, circumstances, and envi

Withers, 2000; Laal & Salamati, 2012; Lon @
in satisfaction in the job as well as dalm
A previous study by Di 2009)
0

organisation or operation Wth izes on lifelong 162(/ g has a beneficial impact

@ a learning-oriented
o

on job satisfaction. This w o e by Dekulou and Trivellas

(2015) where they fou% e high ] ﬁtéﬂ hich an organisation has set the

learning opportuni Nhe Wlo ace, the satisfied employees appear to be in
their jobs. Thls e op n1ty of learning in the workplace brings
an importa _]0 atisfaction. Besides that, the intercorrelation
among ey three ty{e york e learnmg, namely formal learning, informal

d non-formal lean@hlch are part of lifelong learning has also shown a
nt positive relationship with job satisfaction (Egan, Yang & Bartlett, 2004;

den & Conine, 2005).



In one study among psychiatrists in Lisbon, Portugal, done by Pedro et al
also revealed a positive association between lifelong learning and job @non
Psychiatrists that are satisfied with their jobs have greater motivation ﬁ&est more
in lifelong learning. Meanwhile, Mohammad Saipol et al. (2017) did m on lifelong

Nmployees’ job

Conlsulting firms in

hat t erWigniﬁcant

ship@\'zveen job
ile job@ﬁ'ﬁaeﬁon is not

stud@ong 306 English

learning that was focused on informal workplace learni

satisfaction among 197 property executives in several p

Kuala Lumpur and Selangor in Malaysia. The result sho

and freely volunteered lin géspeciﬁcally teachers. Ng
(2010) expressed his o t at 'we are a 1 { w& of the factors that might inspire

4'
and motivate teac h partlc\lfay eanin professional learning'.
Many f ors 11 a 1nsp r motivate people to learn during their
lives. Mc et ;oub in their research that the main catalysts in
ﬁgthe

motivatidn for'teachef’s and and the Republic of Ireland for continuous

Qal development (@7’ in their lifelong learning were the intrinsic

(perso l) factors: 1) career development, and ii) future growth and achievements. They
Is& noticed that in assessing teachers’ job satisfaction level, what motivates them to

articipate in CPD is still very important and appropriate for analysis in a research.
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Similarly, there was another study which determined learning-o
motivation in lifelong learning among candidate teachers in five depart%\f the
Faculty of Education, Turkey. The result of the study revealed that lﬁk-oriented
motivation was high and there is a positive relationship between moti\R)n. and lifelong
learning. As far as the study results are concerned, it seems that i Nng the learning-
oriented motivation level and lifelong learning reflects the i‘[i‘sfaction (Akyol,
B. 2016).

Y.
The current study, therefore, suggests ‘@Wing yp si‘;,@d on
4
N

previous studies and support from literature.

H1: Lifelong learning positively affects teathers’pjob sati

S

2.5  Work Family Enrichment

Grezga s and Powell (2006), is
‘@ds the quality of life in the

psbﬁzation at the personal level of

analysis of the Klmensmln work: ily interface. Steward and Donald
(2006) also afﬁﬂd is ar i hiclt?'}§s/cribes the family and working positions

N\
definiti t’s focused on multiple functions or the identity theory.

X

MaQﬂ) and Sieber (197®:used on the net beneficial progress made by taking

O§O positions or roles. The experience of sparsity only shows part of the multi-role
c

@
or roles as %ing eas th céat(;)?lesion instead of competing areas.
i %E

ario. In contrast with the point of view of the shortage, they proposed the
ccumulation viewpoint, that the entire person is more than the amount of the parts.

Strong dedication to one position, however, does not always prevent strong engagement
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with another role and will raise resources for the other. This theory offers the the 1

basis for the WFE - the job function of an entity may be beneficial for the @jl tion

of the person in the family role (Barnett and Hyde 2001; Rothbard 2001} Egone 2003;

Greenhaus and Powell 2006). In other words, the WFE may be defined'@s bi-directional

in the context that resources derived from work (experiences, abilities and
o

opportunities) can enhance the quality of life within a fami ]i), and resources

derived from family roles can enrich the quality oflife at wwnily-work

ey
almforth aﬁIKQUOS).

ting< ifle positfons could
ides tl@i.ere must be

two provisions for the enrichment of \@ily: (1) notyenly @esource benefits

or gains from one to another fun%be trans\tocw b
efficiency of the domain in Wh%are eﬂrich

WEFE is the constru%. ectlo el terfa}é tween the work and family.
Several constructs ha sed in litera r‘t-ela is significantly different. Many

’ N
labels were inter%&bly @aracugﬁhe positive relations between work
and family (e.g% , 20 eily pé&e spillover (Crouter, 1984), facilitation

¢

enrichment). WFE may be represented as bi-directio

Greenhaus and Powell (2006) concluded that

(Grzywacz, nhanceme (geb@l 74), and enrichment (Greenhaus & Powell,
<k' N\

20006). natiofi fach struct is important to ensure the right capture of

eac hment measure. Firs@d foremost, constructive spillover by Crouter (2008)

reEs the transition to another domain of interactions in one domain, such as mood,
& ts, beliefs, and behaviours (Edwards & Rothbard, 2000). Thus, enrichment draws
n the fundamental concept of positive spillover. The distinguishing feature is that

experiences from one domain which is passed (i.e., spillover) so that the standard of life
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and success of individuals cannot be improved on the other. As Powell and Gre S
(2004) observed, resources not only need to be moved to another role i@o be
enriched, but they must be effectively implemented to increase indi&output or

effects. ?
The next construct is facilitation (Grzywacz, 2002) \Aﬁimharacterised by

the engagement in a generated domain and the enhancem othér domain of life
(Wayne et al., 2004). The primary difference between en ent nwgon is the

analysis level: enrichment focuses on improving efficiefiey or qualit I'fe 'ﬁ%uman

roles, whereas facilitation focuses on system fuv g % ts ( ne et al.,
2004). Enrichment is necessary and does tw ys 1 etter f@?l;ning of the
system. For example, if the benefici feaof an in al @?er from home is

enhanced (enrichment) then the bet ctioning $ @1 may have or cannot
S

have an influence on a grea m 0? WO yuclﬁv co-worker relationships

(facilitation). \

Finally, enhanc%;ieber, ’974 rj:.dresas the accumulation of resources

s

entiatf-léaythese gains will have a major impact on

and interactions t@peopr Mlth lifi blems. Enhancement reflects on the
! 9

advantages of 1% Is an
@
life-specific activities where iém@t that improves success in one area is focused
\
on the (%;;ties gbtai })y an‘U&er.
e enrichment of wo M%!ﬁ family takes two types, instrumental and affective
( Xaus and Powell 2006; Hanson et al. 2006). Enrichment through the instrumental
athr occurs when the skills or behaviours of one function are effectively applied to

nother, leading to a better experience in the receivers' domain when several roles

provide the opportunity to transfer and apply the skills, behaviours and knowledge



learned in one role (Crouter 1984; Edwards and Rothbard 2000; Frledm?m
Greenhaus 2000; Ruderman, Ohlott, Panzer, & King, 2002). All the e and
experience can be extended to the workplace in the family, sucf&ousehold
management, education for children, or dealing with 1nterpersor¥)r.oblems. For
example, personal experiences such as coaching children's sp ames teach leaders'
lessons at work (McCall, Lombardo and Morrison 1988), ?'

hildren or having a

peaceful relationship with one's wife teaches respect for indiyidua dws and how

to understand, motivate, and direct employees (R ne ,'or ﬁrc)tlence
required in childrearing helps workers 1ntera effectiv h orkers or
clients (Kirchmeyer 1992). These skills an a eyfrom e posx@?;r role of the

—_—

<®§‘S managers and

family will lead to the efﬁciency andyim Vement ofemp

developers to enhance their work 11 \T &
>y N

Enrichment by affectlv%dlcat'e\s thatewhen le are given the positive

psychological tools of a jo ms j

reinforcement, a posm%c is pro‘g ced ‘(1 ‘the&rork in the other role is enriched.

Baruch, Barnett a Vers (lf \0&1 edt e place feelings of encouragement

contribute to a Q Ql cl@é in another role, and Rothbard (2001)

concluded @ ole yc ologi @VICGS improve the positive emotional reaction,
a 0

ds td’

Qd leaving his job w@f)eneﬁt his/her family members more favourably by

2]

@relatlonships and emotional

which i mrr& ent in another role. For example, a person in a

tient and happy, and this circumstance can strengthen his/her position as a

:
Oit or spouse.



In addition, emotional support from members of the family through afw,
attention or advice offers information, guidance and acceptance, while b@self—
esteem and self-efficacy (Friedman and Greenhaus, 2000). Edwar Rothbard
(2000) and Ruderman et al. (2002) supported this statement, in Whm benefits of
psychological and emotional existence from family life can be improved as it stimulates

ﬁ:m nce and in turn

motivation, effort, courage and stamina, as well as increa

increases the feeling of personal achievement, while also €entrib in.g\m\tdré)le of the

workplace % ' _f)\Y'
Improved performance at work by the i ntal transiti of s@: conduct
Y

and knowledge from the domain of thewz p intri@nd extrinsic

incentives that can undermine the per hf difficultieg®and @%cles at work and

resultant career dissatisfaction (Han% al., 200\F‘n\Me _},'the beneficial impact
of supportive family social i nt or positive i tions with spouses and

children may help people ?a_ ge [n employ ressure; therefore, stressful
work challenges and % work ehcou

4 &
symptoms (Grzyw. d Marlts, \095. amﬁdd Hyde, 2001). The enriching effects

e A ot significantly influence stress

-

of family to WOQ rces“indi 'that c*é&(lerse array of social positions mitigates
¢
stress on a '%ual’s ob po ti(ﬁ'l a{?clvement in the role of the family provides

N\
functio esources’ flatiorEF energy to address stressful interactions at

X

wor&icipation of both fa\lﬁ?);}f and work roles has been proposed to significantly

the interpersonal reaction to work encounters, contributing to greater job

i
d action (Orthner and Pittman, 1986; Aryee, Srinivas and Tan, 2005; McNall et al.,

010; Shockley & Singla, 2011; Chan et al., 2019).



Different scholars have different points of view on enrichment. For e A
Carlson, Kacmar, Wayne, and Grzywacz (2006) referred to enrichment to %« nt to

which involvement in one’s life domain provides developmental (e.g., ﬁk affective

(e.g., moods), capital (e.g., income), or efficiency (e.g., focus, atteaon) gains that

contribute to enhanced system functioning in the other don@iscussing about

work-family enrichment, they identified work-family enri n cc1.rs through three

NY.

ontributes h‘ a&&a‘siﬁon

% i wingﬁ;lgs) that

ivie occurs wh@wolvement in
e in.@%ual to be a better

sub-dimensions which are development, affective, and c

Development takes place as participation in

-t

of qualifications, experiences, behaviours, and

assist to be a better family member. Mean

work results in a positive emotional or@which
family member. Next is capital wk%ccurs W\fﬂg)

N,
level of psychosocial resource% sens’e‘ of's u«ityzi?c;%idence, accomplishment

mé\ﬁ in work promotes a

vid

or self-fulfilment that helps%. ia 0 bela betterfamily member.
Many construs% ave b ;} 'b}%bfferent scholars to represent the

positive side of W&ﬂwﬂy in\l::? discuxféd above. However, for this study, the
nri

researcher chos en nstruc‘)&!vel that was introduced by Carlson et al.

@ J C,)
iéd hat"the experiences gained in a work role can

N\
improv lity 8f.li ? a family role. Teachers’ roles in the school that bring

X

positi ibes will spill over t@eﬁr family life at home and this will bring happiness
to

L 1=N

(2006). Both researchers e

s
\e:ntire family. When these public primary and secondary school teachers

G rience enrichment or happiness from both sides, which are work and family, they

so might have a high level of job satisfaction that will enhance their performance and

productivity in school as well as the MOE.



While the theoretical or empirical enrichment effects on the workw
interface are yet to be fully developed and have received increasing atte% rone
2003; Grzywacz and Butler 2005; McNall et al. 2010; Wayne, Casp€r, thews, &
Allen 2013), earlier studies from a Western context have tried to explaifi the theoretical

relations with relevant mechanisms that allow for these mec isNhat enable work
and family to benefit from one another in several ways. The c ents' of work—family
enrichment have been identified, for example work chagacteri ti(.:s\(Qd\;vacz and
N4
a;be_,évhmsca

and Fleeson 2004), family-friendly organisatio ac% 8 s@isor and

, hmn@?:md Prottas
avo@%le physical and

@92; Grzywacz 2000;
N

Butler 2005), individual characteristics (Grzywacz a arks 2000;

co-worker support (Mennino, Rubin an. ayfield

2006), and some outcome Variablew ing seve

psychological health outcomes (B Marshall.a ?P
1iams GQ Alliger 1994) and job

McNall et al. 2010; O’Driscn%. 20&5; %

satisfaction (Carlson et al.% MT , klin, asuda, 2010; Shockley &

Singla, 2011). In additi ill et ali (20 7‘2‘i ir qualitative analysis methods,
s &

noticed that each &area f's \Sitively gaﬁenced mainly by the connection,

—_—

—_—

psychological, %n etarys iltang{%cy aspects of the other role areas, and
¢

described Sﬁgpaicul aspe cf faei)y and work life that are helpful to each other.

40.-,@

2.6 ifelong Learning a rk Family Enrichment (WFE)

&

\t cannot be denied that lifelong learning will benefit and enrich learners’ life in
arfous aspects including the daily basis, which are work and family aspects. The
owledge and skills gained through the lifelong learning process by a particular person

will upgrade their skills, knowledge as well as their quality of life and become a
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competent worker in any type of organisation. Becoming a knowledge worw
valuable asset to the organisation. It will enhance the productivity and boo%\oﬁts
of the organisation. In return, the organisation will appreciate their wor this will
give an experience of job satisfaction among the workers. When the VWS are having
a feeling of job satisfaction, it will affect their family life too_i N of enrichment.
i;
l

Greenhaus and Powell (2006) described enrichme the o.ﬁbfqdy‘as 'to the
ife in other es'(p_@ with

The satisfaction and happiness at work will spill over to th

extent that experiences in one role improve the qualityio

reference to the skills and perspectives; psychol

nd % our xg.g., self-

, social-capital res%tvs (influence,
information), flexibility in terms of th@pace, and tion@hich work and/or

family requirements are met, and n%l resour\ﬂe‘, Q@). Personal features
f >N

consider psychological resour Wayne et al.4(2007)-concluded that personal

performance, future optimism and physical‘healt

features correspond to ele %the s€lf tha cau‘sg'"%perience positive emotional

conditions, pursue goo%\ oppo"

The issue o binin% S

niti

,’glaiﬁ&tus and other assets" (p. 67).

learni ith work is not particularly new in

evertl\fe%ﬁpirical research have investigated the

the research area among s
N e S
essence an ctlof part-time tu&'enE:}work (Ford et al., 1995; Taylor, 1998; Smith

N\

& Tayl%  Metéa ; Cuﬂg & Shani, 2002; Hunt et al., 2004; Carney et al.,
X

200 an example, Kara t(%’(2019) did the study and has highlighted challenges

or'egnflict in balancing employment and/or family obligations with studying among
q e distance education students. In contrast, research on part-time students that
ggle work commitment have largely remained undocumented (Gayle, V. & Lowe, J.,

2007).
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Gayle, V. and Lowle J. (2007) studied the aspects of the balance of emplo
life and learning, and its effect on student engagement of higher education 1@ who
are employed at the Education College of Scotland. It is part of the1r usness of

lifelong learning. The research showed that more than half of the stu Qs maintained a

decent or manageable combination of work/life/study. Confqim oals have often
infeg

caused some discomfort and stress. The progress of studen rallng their studies
with their jobs and personal life was determined by their mana, strategles
toward the extent and consistency of their assistance frofyfamili IT‘)

i ed rofn dylpyﬁ Mayer

There is a different perspective and res

(2006) on younger generations of teachers ifwAu alia.‘ﬂ' he dy co ed that these

younger generations of teachers are waly to seekythe o@umty to learn to

increase their knowledge and sk111s ore surprisi %r t Te\d to prioritize family
and personal values rather tha 1gh ﬂlcom asat er Even though they are

still young, the sense of res%lty I eir ‘ﬂgﬂy and personal life or values
is their main concern %e ther f: ':(J h'e o0 seek opportunities for flexible

\hmg, scé&l’ they can manage their time between

t thr@’ lifelong learning.

‘(.j? (2021) among employees in South Korea

work practices withifsthe work |o

family, work, a

N\
} edua&)nal programs found a positive and statistically
&qu relationship betv@’ perceived value and work family enrichment.
1le in Malaysia a research among work and study adults who enrol in a post
ate degree program showed a positive relationship between lifelong learning
rough the concept of career adaptability and work family enrichment, which getting

support and help from family, university, neighbour and friends (Ng et al., 2020).



Furthermore, it enhances the sense of personal strength and self—est?ﬂy
emphasising lifelong learning as part of one's existence. Besides that, lifelﬁ}’ning
can certainly help to sustain academic development and intellec imulation,
resulting in better, more pleasant and enriched living conditions (Mazaheri & Fadavi,
2011). Marjan L. and Peyman S. (2012) have agreed that enri. Nd rewarding life
is a major advantage in lifelong learning. A lifelong stu %hf opportunity to

study any subjects that are convincing to them, and fewer Burden sMPe placed

(‘}Y’

on the body, home or marriage as implications. ' ¥ og
When talking about one’s lifestyle, fo will in work_and family
domains as most of adult people concernednIhus; li rning,g[ps us adapt to

change and find meaning in our famﬂ}\ king lives'i

Based on these points of view and tudledﬁi , the %Sent study developed
o S

the following hypothesis: &

H2: Lifelong learning mgm@aff or faml rlchment.

2.7 Work Fam nrichn'e ) an\ﬁwb Satisfaction

It is i 1m no 'r all t‘l}&f of organisations that employment not
only enha ers al i ;wUrs but also the advantages that the WFE in
return p esro the‘ FE relationship and work-related results could

i?

undatlon for orgams\\ﬂal decisions to implement specific measures or to

rlchment through rapidly expanding research development in this particular
re Several studies have been carried out on WFE and its relation to several positive
ork results such as performance at work (e.g., Carlson, Kacmar, Zivnuska, Ferguson

and Whitten, 2011), affective commitment (e.g., Aryee, Srinivas, & Tan, 2005), and job

79



satisfaction (e.g., Carlson et al., 2010). These findings showed that there is w
association between WFE and favourable organisational results bec%\ the
experience of the family's enrichment via positive job experience (Mc 1.,2010).

The connection or relationship between enrichment and job“atisfaction was

established by numerous studies. A research of nursing work Md out by Russo
and Buonocore (2012) showed that satisfaction at work is ;cantl consequence of
ial lidk b WFE and

Y
, 2005} Hi 0{5;_{}& al.,

om{ ganis@'ns found
a!isfac ion (Ca@‘z.et al., 2010;

Lu, 2011; McNall, Nicklin, & Masuda, 0;)10ckley i gla,@‘l). In the analysis

w@'effrey (2011) noticed

N
that there is a substantial associati etwe%n WEEand @( satisfaction. Based on

past study results, greater w?a_ fact 1S a icip@rom a higher WFE intensity.
and the ?/'cl‘m@

WFE. Additional research showed that there was a subs

job satisfaction in a study of working parents (Aryee
2009). A research analysis carried out by indivi

that an improvement in WFE results in gr:

of staff in the national retail chain i(%th Africa; %t

It is important ho ical reaction of families to work

’ %
activity, such as j :@acti@ dete@:&d in order to analyse the enrichment
|

experience of fa% our s Wh‘f.})%fhe positive effects of family life gain on
satisfaction i %e)lork ac‘ haye geeb‘i.%ntiﬁed previously (Rogers and May, 2003;
Sinacor@r Al 3 .,shis res?:;ch aims to broaden these findings by including
ano ignificant factor reﬂ@éﬁhe quality of life at work that lifelong learning is

mN in.

Q McNall et al. (2010) reported that there is a positive relationship between WFE
n

d beneficial organisational outcomes through positive work experiences and it was

also supported by Shockley and Singla (2011) which found that the relationship
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between WFE and job satisfaction is even stronger than the within-domain relatw

between WFE and family satisfaction. Individuals who experience a so@iﬂain

(e.g., work) as enriching for a receiving domain (e.g., family) attribu eneficial
effect to the originating source (e.g., work). T

In addition, job satisfaction depends on the tension or s Neived by people
at work and several research work in the relationship &i sfress and work

satisfaction suggested that both variables are inversely ciat Mnson and

Stinson, 1975; Hollon and Chesser, 1976; Jamel, 19

Y
hile work- n‘l&@rface

factors and results have been extensively d dK : jo@sfaction

8; N et al., 2009),

(Yildirim and Aycan, 2008; Lapierre et al.

little study have been centred on teach ;a 20@
S

Based on these empirical (ﬁusions, \E% kﬁ‘{ concentrates on job

N,
satisfaction as a working result famﬁy enr hmmz(é?d proposed:

H3: Work-to-family enrich FE)1i ely @d to job satisfaction.
(,) LS
2.8 The Media E%ole OIIWQ;E amll ichment (WFE)

"Generally, a given variable should act as a mediator whereby the relationship

EN e D Y

between the indgpendent and the de@ndent variables is taken into consideration.

I 1) S

Mediators describe the importance of external physical phenomena within the
o

AV v

psychology. Whereas moderator variables indicate that such results arise, mediators
'\l

A
discuss how or why they occur" (Baron & Kenny, 1986).

\ The general mediation test is to analyse the relationship between the
\independent variables and the dependent variables, their relationship with the

independent variables and their mediator as well as their relations of the mediator with
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dependent variables. It also discusses whether or how two variables are linked. All these

AN

correlations are significant. After verifying the connection between the mediator and
the dependent variables, the relation between independent and dependent variables

should be decreased (to zero for the whole mediation). .i
a

In this current study, the researcher used work-family enrichment as a mediator

b
variable to examine the relationship between lifelong learnin%(indep'endent) and job

i »
satisfaction (dependent) variables. As per Greenhaus and Powell’s (2006%_str‘essed out

| v ' - 2 a

work family enrichment occurs in a situation WherebE positive ex'periences in the work

T

domain can influence or enrich the family domain. Despite both of them call for further
—~ v .
N v
research into the possible antecedents, mediators, and outcomes of work family

U I

enrichment, there is a significant pauéit of empirical evidence about the mediation
K ~/

roles performed by work family enri::?hment. \_\_?3 ,<\
\ ) F'y C}

Therefore, this study intended to look at the role of work-family enrichment as

Y NJ W

a potential mechanism by which lifelong learning can produce changes on the job

» ¥V I ¥ &<

satisfaction of HLP programme teachers. The following discussion is about past studies
Jd
that used work-family enrichment as mediating variables toward other antecedents of
AY Uy <
independent and dependent variables. O

CN e DU

Work-life or family enrichment may also mediate inter-variable relationships.

R | )) X

Different studies have evaluated enrichment for family function as a mediator (as

AV e LY

antecedent) for home resources and work resources with engagement (as a
\-—‘ -
cénsequence) (Cheng et al., 2013; Jaga & Bagraim, 2011; Nicklin & McNall, 2013; Siu

@al., 2010; Tang et al., 2014).
Roche and Haar (2010), for example, focused on the connection between

motivation and job satisfaction through the mediator of working and living enrichments
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for workers in the New Zealand local government. Allis and O'Driscoll (200§) have

confirmed the enrichment of work and life mediated in another New Zeala‘rﬁi research

the connection between family interaction and psychological well-being. A research

T
conducted by Baral and Bhargava between Indian managers in India (2010) showed that

L\

enrichment of work-life mediates the relationships between work-life balance and job

results and supervisory support and affective commitment.> ( '
il »

The interaction between boundary management and family enrichment and job

v Rk
| o "X
satisfaction has been further studied by Daniel S. and Sonnentag S. (2015). A study of

222 workers in Germany, including at least one child at home, showed a clear and
\'
- “ V'
strong positive connection between emfloy%permeability expectations, work-to-
\

2 &
family enrichment and job satisfaction, and between perceived flexibility supplies of
~/

- ¥ N e
the workplace, work-to-family enrichment and job satisfaction. The association

N7 .Yy &S

between permeability and job satlsfactlon preferences as Well as the connection between
perceived flexible supphes satlsfactron Was medlated by the enrichment of work
and family. ,

In Australia, a Qtudy cllone by Chan et al (2019) to the social workers to
‘ L. b ‘)
investigate the mediating roles of work family enrichment on the relationship between

N e D &

family support agd job satisfaction. Data from 439 respondents across Australia

) &

revealed that the mediating effects of work family enrichment were supported. The

\V e LY

findings suggest that supportive family members enrich social workers” work family
~ fad
interface and job satisfaction too.
\ Meanwhile, a study among Malaysian nurses have shown the effect on life
\satisfaction of self-esteem and social support through the enrichment of work-life

(Rashid et al. 2011). Such a relationship between co-worker assistance and the
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intentions of turnover was likewise mediated by work-life enrichment based on the

AN

study result by Mustapha et al. (2011). In this study, the researcher aims to study the

function of enrichment of the work-family in mediating the relationship between two

T
variables which are lifelong learning variables and job satisfaction between teachers of

L I\
the HLP programme in public and secondary schools in Malazsia. The following

hypothesis was developed: b l
t »

H4: Work-to-family enrichment mediates the relationshipvbetween lifelong‘ learning

=
and teachers’ job satisfaction. % ' _\‘*}
4 b

29 Specific Theories and Model usedw ui

There have been many earlier bnd theorie

explain about lifelong learning, W job satisfa gn. ot'of these theories and
E N N

models are specific and focus lar factors like variable, population, and others.

that esearcher had explored and

However, there are several? I
decided to use as the % ing til' ry tﬂis@y, which is much related to the

:
&

variables involved. ' %
For the @iabl in “thi 'studﬁich is lifelong learning, the researcher

¢
chose Maslﬂlﬁrarc y e£ Tte}c;?y (1950) and the Chain of Response Model

N\
which \% lope ?'pia C'l&s (1981). Next, for the mediator variable, which
is V\E&

e researcher chose t ﬁ%ﬁcial Exchange Theory (1964). Last but not least, the

mai endent variable of this study is job satisfaction. Some scholars and researchers
uggested numerous theories of job satisfaction. These theories were formulated mostly
y Western scholars and then accepted or opposed by others in the field of job

motivation and behaviour research by the extensiveness of research and studies
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(Stemple, 2004). However, the two most popular theories in job satisfact?&e

Maslow’s Hierarchy of Needs (1950) and Herzberg’s Two Factory Theo@. To

conclude, the researcher relied on these three theories and one mod guideline
throughout this study. Hence, the researcher can finally confirm the ngination and

existence of those theories by the end of the chapter. The next‘eectl further explains

NY.
g
2.9.1 Maslow’s Hierarchy of Needs ' _{*)
The hierarchy of needs of Maslow - d d a% ished in the United

ants‘ﬁom aineyd e 1950's - is

an all-embracing model for studentsw;se backgr

the simplified pyramid shape. Yan%d that 's pﬁ\%tion and Personality

S
which was first written in 1954% of the mo ofterzéégl publications in the past
46 years" (Yang, 2003). Si }, the S cO t:%ed in psychology, education,
economy, communica% ounting, ma 'gén@ sociology, political science and
wé:'yconcept of a hierarchy of necessities that
creates one amental pringi 0{ a gerson's motivation in Abraham Maslow’s theory
N\

The Hie %Ne aslo
N S ¢S
of hum otivationd(. s, 20%6). Maslow believed that inherently human beings

each theory in detail.

States by Abraham Maslow, son of Jewish

] a@% usually seen in

SO on.

hav%ms of motivation W@" function separately from the demand of benefits or
itestoutside our control (McLeod, 2013). He thought "that people are inspired and
otivated to meet those requirements or needs. When one’s needs are met, an individual
ies to satisfy the next one, etc.” (McLeod, 2013). As a revolutionary theorist of his

day, Maslow thought that some desires and motivations became priorities (used for
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fulfilling those needs) over others, generating sequentially a need-creating pr(w’b
achieve greater levels of self-actualization and development. \
McLeod (2013) also explained the typical representation of a S-Q&yramld in

Maslow's human needs model, including physiological (food, wa % etc.), safety

(security), belonging and love (friendship, close relation)‘ este (performance,
Th

prestige), and self-actualization (growth, fulfilment, crea ele is a different
significance and prominence in every degree or leve M 10 luatlon of

Yq

requirements, which enhances the truth of this theory. equireme rés 1cally
specified in a system that can be ordered fro 1.e. J first two
levels) to psychological needs (i.e., ird jand rth Vels) higher self

fulfillment needs (the top and fifth wae classw mu@odel of the needs
evaluation for Maslow can be seen igure 2.2. > &
\ A C}

Self-fulfillment
needs

Self-

actualization:
achieving one’s
full potential,
including creative
activities

Esteem needs:
prestige and feeling of accomplishment Psychological

needs
Belongingness and love needs:
intimate relationships, friends

1 Safety needs:
security, safety Basic

needs

Physiological needs:
, water, warmth, rest

Figure 2.2: Maslow’s hierarchy of needs.

86



The "Hierarchy of Needs" model of Maslow has become highly po@ause
they contain theories of human motivation by classifying specific h eeds into

hierarchy and also because they refer to the general behaviour of humi needs (Wahba

& Bridwell, 1986, p. 213). The model is founded on three‘ FMental principles
according to Westwood (1992) in Loh et al. (2000, p. 3):

1. The Deficit Principle — if a need is not met, tefision or stre be created

[

N
and action for satisfaction will be encour This mea h* t&é@ 1S no
motivation to meet needs; thus, “?ﬂee% - ved@:lominate
(Maslow, 1970, p. 293). \, 0\ Q\T

2. The Prepotency Principle @ds must b ﬁll@ ascending order

and only until at least p atisfie \n?l er | el of needs will the
N\,

next higher stage b%d (M?lslow 1 2,& 6).
olo

3. The Principle o \ssiI g@eeds including food, shelter
and warmt satisfi re‘a individual looks for the pyramid to
4 F &

be more &tive (Dlla 1982, 6).
Initially,@ws e i 'was ved to be purely sequential and vertical
¢
allowing a &:)0 \ uﬁ'd é;g essentially throughout life). This was

S
demonsttat y Ma ?943)@Once another (and higher) requirements or

neeQe... these, rather th@ysiological hungers, dominate the organism. And

WE ey are fulfilled and satisfied, new (and "more") requirements or needs arise
an

@ d so on. We mean this by suggesting the human fundamental requirements or
eeds are grouped through a relatively high hierarchy” (p. 375). It is interesting enough

that the level an individual has in the pyramid of needs influences their desire to meet
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these requirements tremendously. Cherrington (1994) also accepted that the paw

hierarchical needs should be promoted by the use of different and vario \rs to

motivate employees. A

Table 2.3: The Relationship between Maslow Needs Theo* e Workplace

Maslow’s Hierarchy of Needs Related Aspects of Work
Self-Actualization Challenging Job
Creative Task Demand
Advancements Opportunity
Achievement in Work

Esteem T M Increa o
S S

2
Social Needs Compatible Work Group
Friendship at Work
Safety Needs (q :;\‘ I!)b@:e\curity
; @ ¥ E Benefits
Physiological Needs Basic Salary

Safe Working Conditions

Source: adopted from *Ebbaga 2016' 0

This stud}& aslow’s hi rchy eds theory to determine the lifelong

learning varia &wel as iffact@varlable. Primary and secondary school
3
th

(.)

o e in s to further their tertiary study as a part of their
hfelonﬁn j rther their studies is under the category of
psy cal need which 1s't@fourth level, esteem need. These HLP programme
iﬁs will feel accomplished or prestige by continuing their education at a tertiary

teachers who experienced satisfactory esteem needs tend to feel adequate, confident and

teachers u

The feelings of acceptance, prestige and status come from esteem needs. Those
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competent. In return, those teachers will feel appreciated and that their exist ]
important, so that they will have a chance to contribute something Valuabl@ sake
of various development aspects. The unfulfilled esteem requiren&or needs,
therefore, will discourage and decrease workers' motivation, whiRv?ll affect the
excitement and performance of them. V

According to this theory, once the needs has been a Xp.eol)le tend to move

further to the next level of need which is self-actualizati her oWyction of

this theory was from the bottom to the upper stage of the

Y’
ramid.In thi st‘ld@e first

1ca¢ afet eds and
i and.@gr:dary school

, wa LS‘-elter or home to

three levels of the pyramid which are p

belongingness and love needs are fulfilled.

teachers already have their basic need%a

occupy. Moreover, they have fulfi e otherxd S

family that consists of husband%ﬁnd

communities. It is naturally: manl to get s %hing more and more in their

life to make them feel sati As a conse néeﬁbhis context of study, those public
4 &

primary and secon school Ie:R urtherihg/their studies to a Master’s degree or

As\'feeling secure, have

N,
cﬁildre and aige?lrrounded by friends and

PhD level thro thevHL ' e @éd by MOE, to fulfil their next level of
need which i %e)n ne ds.‘ n témee}e s, they will feel prestige and accomplished,
and thisffulfils%he ngt ?will a&Sgt their satisfaction especially towards their job
as a&r. @’T

\Vlaslow’s hierarchy of needs theory was also used to help in determining the

& ndent variable of this study which is job satisfaction. Teachers’ job satisfaction is

e

ry crucial as it can increase productivity and their personal well-being (Aziri, 2011).

By looking at Maslow’s hierarchy of needs, teachers need to satisfy their basic needs
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such as physiological and safety needs. Then, it will start to climb up to other ne?(e

psychological need that consists of belongingness and love needs as w@}teem

needs. It will become harder and more challenging to achieve and ful eds until

the highest level which is self-fulfilment need is reached. All of tmeds can be

measured and determined by looking at their satisfaction an. (Mfaction factors.
o

The satisfaction and dissatisfaction factors will be explain irl the next part of

this chapter using a Herzberg’s Two Factory theory. .\d‘

g
R
2.9.2 Herzberg’s Two Factory Theory 4 \'T
X N\ v

In the original study, Frederick Hew

around 200 engineers and accounting @:als from ni
about their satisfactory and insufﬁc%r unsatis\fon

) C? - .
essors’ tec muezs-t cal incident technique to

eelings (Gawel, 1997).

Herzberg used Flanagan, one o

ortant inci s (Burke, 1966). Herzberg

ask open-ended questions?\r;ng L
ions t:)' mi ellnp'Qes of their work being extremely

(1966) and his team as
F &

happy or unhappwver, Ill xrg istecgbéeparate studies with a total of 1,685
a

people from varigus s nt coth?r%s in order to confirm his results (Olasiji,
N1 2 &
1988; Swallow, 2). (_}

N\
i datai&ollected, Herzberg (1966) grouped the answers

X

intoAus categories: Wor®ﬁsfa0tion-related accidents and job insatisfaction

s-¥Herzberg (1966) argued on the basis of these findings that job dissatisfaction

t

&
5

nd¥job satisfaction originating from two distinct components. The key drivers of job
atisfaction are factors that are specifically linked to the work itself including success,

respect, accountability, growth and development. He named it "motivators" (Herzberg,
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1966). However, considerations such as corporate policy and adminis A
management, supervision, interactions with the employer, working cond@rage,
rank and safety do not contribute to happiness or satisfaction. Insteaf*ding this
theory, the two-factor theory was well accepted. Y.
Motivation for people is the main catalyst for any organisatiofi's growth and has
long been a central study focus for academics and practiti &I:rel Wwere numerous

articles on motivation theories that understand how wo chdose ction. The

s
two-factor theory of Herzberg (1966) suggests tha@ are engouraged ‘o @Yvith
two different elements: motivators and hygie s ( ee’F' 2.3®tivator5,
also known as factors intrinsic to the '$wd;

2

uiren@S‘ of success,

appreciation, meaningful employment, en@iney, 2014). The

absence of intrinsically causes do%t trigge\mg diss T%Yaction, according to
)’S’y \

o S

f th ufac% creates satisfaction and

Herzberg (1966). However, t nce

motivation which boosts W%ien otlslﬂe, hygiene factors are terms
i

of employment such %
considered as exm@ctors
not satisfy the v% ik
dissatisfacti %
& &
b g f T

ision, lemp }}e'es@ge and business policies, also

4
\63; 2014&56 existence of hygiene factors does

—_—

(¢}

r's. H <’\fer, the lack of it leads to unhappiness or

(/4//”4*
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HUMAN NEEDS

Herzberg Two-Factor Theory

JOB DISSATISFACTION Herzberg's JOB SATISFACTION
Two-Factor
Principles
Improving the
satisfier factors
increases
job satisfaction
= Working conditions * Achievement
= Co-worker relations * Recognition
» Policies and rules Improving the » Responsibility
* Supervisor quality hygiene factors * Work itself
* Base wage, salary decreases » Advancement
job dissatisfaction * Personal growth

Figure 2.3:

oy Ty

ti torﬂ ygien Fa@rs
“« Q-

Herzberg’s Two Fa theo s used in & current study to identify the

satisfactory and dissa factc:; am §'plﬂb primary and secondary school

teachers for the H Wgram'n - ordin erzberg, he classified satisfaction

factor as “moti\%” ile di
¢

'ctionéﬂf)r as “hygiene”. Even though not all the
motivator ygiene fac c{e (l_;‘s’en, this theory is the most suitable to be
NS

implemgnt the & fram@ork as the basis to identify the teachers’ job

saﬁ%. \c.}'v
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2.9.3 Social Exchange Theory Y'
A

The social exchange theory considers individual relationships and interactions

as a kind of social behaviour based on performance. Cost and rewards are the basic

T
principle of the mutual exchange theory. This suggests that contrasts of costs and
ay
rewards lead to individual choices and behaviour. Costs, like time, effort and electricity,
b
are detrimental effects of a choice. The good outcome in social exchanges is the reward.
1
i y

The commonly agreed assumption, however, is that peopl‘er would exc%ﬂe the costs
L
| ' o X
from the rewards such that the benefit is calculated. For instance, a friend who borrows

- T

money excessively or a partner who does not do his planned tasks regularly in the house
—~ v .

-\ " o

will raise a lot of cost. Meanwhile, rewards are characteristics which can be considered

: U A
beneficial by a person. For example, the friend who is always reiifl)/ to lend an ear in

N, T
difficult times may bring several ad\@lu}ges. Ny T AL
\ A

>
The social exchange theo%oes back to Thibaut irzi‘Kelley (1959), Kelley and
\

Thibaut (1978), Homans (1961) and Rusbult (1983). George Homans wrote a paper

» ¥V 1 ¥ &

entitled "Social Behavior as Exchange". Social exchange is characterised as the tangible
d
or intangible exchange of activities between at least two people and is more or less

AY ' DO [

rewarding or costly. In improving his thinking on social exchanges, George Homans

N e D &
(1950, 1958, & 1961) drew from a number of theories and fields. In his book Street

)
I 1) &
Corner Somety (1943), for example he drew upon William Foote Whyte's ethnography

VYV e
of Boston's Italian refugees, gangs and 'corner boys'. An exchanging of favours has been
\'—‘ '\I
established in this society, such even if anyone has not returned a favour, they do not
\%eive a favour in the future. Homans observed that similar exchanges were signs of
\friendship in this community and their deviation from equivalence had a detrimental

effect on the relationship. These early findings along with the introduction of
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fundamental economic ideas have contributed to elaborate social exchangej social

AN

behaviour, and equity theories of today. Homans (1958) called on researchers to refer

to his description of social behaviour as the oldest theories—"Social behaviour as an

T
exchange" (p. 606). Interestingly, Homans never used the phrase "social exchange

L\

theory" in his early works. Homans (1961) studied social behaviour as an exchange to

A
understand the human behaviour as comparable to the behaviour of pigeons who receive

0
i y
corn incentives for picking a target (cost). He also relied on his background studies and
v e
| I o XU

theory related in small groups in particular concerns relating to social power, balance,
s R

. ; P 4
coherence and conformity. v. \ \jr
-

"

Meanwhile, Peter Blau concentrated throughout the past on the theory of social

: o
exchange throughout his early works mostly on the economic and utilitarian viewpoint.
{ ~/

. N e
Homans concentrated on ideas of strengthening that Eos‘;ulate psople are based on past

a [

interactions for their next social move. The theoretician was inspired by Blau's

Y O NJ W

utilitarian focus, as the incentive or reward for his future social contact will lie in his

» ¥V 1 ¥ &

anticipations. Blau thought that people would not learn to cultivate aspects of social

'’

exchange if they relied excessively on the psychological principles within the theory.

AN ' DO

Homans focused on psychology of instrumental behaviour whereas Blau focused

N ) ‘,' <’
on technical economic analysis. (_J
-
NS
The relevance of the "social" context, of which economic and exchange rules

VvV v

were aERHcable, was considerably broadened by Blau (1964). He observed that social

N ~
exchanges vary from economic transactions since social exchanges are not our own
\w?ords, but rather a decision for a particular person. Suppose that without payment or
\lunch, you gave your friend a ride home. You may expect your friend at some extent to

"repay" for the favour by inviting you at some future time to dinner or a surprise. The
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only principle of this social exchange is to return a reciprocal favour if you offer?m{one
a favour. Blau also considered that social rewards and social advantage:s_ds)ended

exclusively on personal relationships.

T
Several main principles about human nature and the nature of the relationships
ay
are the basis of the theory of social exchange. First of all, people want to look for
F' N
incentives or rewards to escape penalties. Another principle is that a human begins to
0
i y

interact in order to make full benefit at reduced cost — the person is led by "what is there
Y I o7 °'X
| . o
for me?". A third presumption is that before taking part, people want to measure the
% S

- T

benefit and cost. Finally, the theory suggests that people realize that over time this
L' 4 .
N v

"payment" can change with individuals and with the same person. The core assumptions

: U )
of theory provide a structural basis within the theory of social ex\cgange —not all of a

- ¥ N e
single dimension. The perceptions of aj)erson can be seen in‘a sliding principle, as

Y S
determined by comparative amounts that can be 1nd1v1dually adjusted. If the personal

relationship samples of an entlt are set ata certaln stage or level, they choose to use

that level for subsequent relatlonshlps ,
: <<,

In this study, the usage of thls theory 1s to further explain the mediating variable

AN Iy

which is work-family enrlchment (WFE) In WFE the researcher needed to examine

N e DS &K

how the work roles experienced by the_gublic primary and secondary school teachers

~

will enrich or positively transfer to their family roles when they are back at home. Back
v

AV

to the basic concept of the theory, where it explains about cost and rewards that will
\'—‘ '\I

drive human decisions and behaviour. For example, in terms of cost, if some other

\te?achers gave their hand to relief your class because you were unable to conduct the

\class due to certain reasons, they might expect that at some point you will repay them

by paying their meals during lunch (reward) or other things. This concept of cost and
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reward may apply to the WFE. Teachers’ work roles at school such as nglaging

AN

classroom, handle the behaviour of students and so on will spill over to their family

roles at home. How the teachers successfully managed their classroom and able to

T
control or handle their students, at the same time might help them manage their family

Yy

and also handle their children’s behaviour. In other words, the positive vibes from the

A
teachers’ role at school will also enrich their family roles at home. l

1V \d
N i
2.9.4  Chain of Response Model (COR) % J f _\‘*\)“
Cr% directly studies

The model of chain-of-response (C
condition obstacles that influence learners™Ratricia C\’?ss' R m Y~believe that
"participation in learning activities by%}' particular,"wheth <<brdina‘ced or self-

directed in the classroom, is not a % act, but\'er%s ;%ﬁes dependent on the
N

individual's assessment of his/h%on" &ros 1981%@35 based around the idea
of understanding more Wl‘@ for,c zensjor p % to enrol in universities or

schools of learning. ' 0’
4 F &
This modw vie@}’cle pr: Gedure or process and consists of seven
stages or steps developed b '981)(:)%4& have various effects on the decision-
@
making ph %)/het Tt of'ane_;?ntinue in an adult education course. Cross
N\

(1981) mhaintains that ! fvolve$nt of an adult in learning activities is not an

X

ind nt event but a resu t(%’a dynamic sequence of answers dependent on the

as?\sent of the individual's role in its environment" (p. 36).
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The model often highlights the need to motivate or interest an adult in ed
people before removing social obstacles. The model proposes that peo lack
confidence in themselves resist being placed to the test and are less w11$ olunteer
for learning, which may jeopardise their self-esteem. T
Furthermore, this model explores how the psychologi s or variables of
&

self-perception (A) and attitude towards education (B) affe \'alues, goals and

the expectations of learning activity participation Th ewﬁions are

influenced at different stages by life changes
Opportunities and barriers (E) and knowledge ori i i ility{ﬁ~ decide if
a person can take part in learning actlvmes S, to h@’lz:elatlonshlp

between various life events affects wzbor not a k@art Cross (1981)

continues in conjunction with the %oped atti ngarning between self-

N,
understanding and self—evaluat\%ﬂt legmers tcan@eﬂown as follows the cycle

process of this model. ,
F 2 ;

Lifa transitions (D) Information (F)
Self-evaluation (A)
importance of goals
— and expectatons ___,, Opportunities _, Participation

will meet goals (C)

Attitudos about
education (B)

Figure 2.4: Chain of Response Model, P. Cross (1981)
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The reason for selecting Cross' model over the other models or theories
the fact that it provides a concise conceptual framework for application %\mdy
population. Besides that, Patricia Cross' chain of response \ﬂk is more
comprehensive, and it provides the best list of categories necessarymlerstand the
educative behaviour of the population under study which are_the lic primary and
secondary school teachers for the HLP programme. Throu, i odfl, it will further
explain the reasons why public primary and secondary s 1te hWﬁo further

their studies at a tertiary level. Apart from that, this mi ill asgist i et}r&ﬁr\mg the

situational barriers affecting the public prima co% teacg's in their

es )’éﬁﬁted by MOE
al @%ossible linkages

or interrelationships encountered by%udy pop\meas p@h of events that affect
j y N,
the participation of the study po%l

in educational ac% ics instead of dealing with

learning activities through one of the lifel le ingvg‘rog

which is the HLP programme. The variablesn the mo

the variables as a single di e chjl 1ca hen‘(@on. The model also attempts

to discuss participationi s of the afo ménﬁ&d barriers, namely institutional,

4 &
situational, and inE ation@ as ps g.hblogical obstacles that confront the
participation of% tag 'in e ~ecoi/lonal activity.
@ 2 C,)
) &
2.10 onceptual Fr rrk '&

is section focuses o @conceptual progress of the thesis on the basis of the

review done in the previous part. The WFE as the mediating variable was

li
Q rated into this conceptual framework. The antecedents of lifelong learning which

ere based on the previous study and also from the proposed theory and model. Hence,

this will lead to job satisfaction outcomes as a consequence to the HLP programme,

98



primary and secondary school teachers in Malaysia. The aim of this study 1sw
assess the relationship between life-long learning, WFE and job satisfactlo@hnks
between lifelong learning and job satisfaction, the WFE is also evalua@& mediator

variable. The conceptual framework suggested for this study is as foll%

R

H4
‘Work Family
=y n
H2 Enrichment (WFE) . H3
- Development ™~ ;.,:
Affect
Capital
e
Lifelong Learning Job Satisfaction
Motivation - iﬁy ;
1 - romotion
I
k?g:;[:;n ge - Supervision
& skills ® - fringe benefits
i - contingent
Supporine H > rewardg;
career .
- operating
development i
- co-workers
- nature of work

- communication

%re 2.5: %Jmakzramework

From Fig X the |:onc al fra@work will propose that the lifelong

learning may d1re egf?n the Png\programme primary and secondary school

teachers j@bsatisfaction. The p pog@.&elatlonshlp is based on the notion that those
pri ondary ool teacws who are now furthering their studies at a tertiary
Ar the HLP prograrPﬂQ by adapting lifelong learning may experience job
t10n or dissatisfaction. The assumption is that when the teacher applied lifelong

rning by furthering their study at a tertiary level, it will affect their level of job

satisfaction or dissatisfaction.
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Apart from that, the conceptual framework further proposes the WFE m. e

a mediating effect on the relationship between lifelong learning and job tion.
The work role and family role may complement each other to create a@e vibe or
might experience the enrichment. Thus, the enrichment from the wor&d family roles

experienced by the lifelong learning teachers will also play‘ En important aspect in

R

2.11 Summary ' _{‘)
This chapter started with a literature a job s iséc i he {@' part has
definiti t

examining the level of job satisfaction.

f job.@gt?action from
different scholars and also a review wae important=of jo Lﬂlisfaction from a

Ao inue to discuss and
NS

presented an in-depth literature review on

cﬂnd& ntecedents from several

scholars in this field as as

‘§ part in this chapter is an
explanation about the %‘[ fli 1 mfng&m multiple points of view. This

includes the impwion @bﬂg lea in Malaysia and more specifically
towards teachew E. ter ’Sé.%xtensively discussed each relationship
among the s us
literatur% job safi

0 ter proposed sever{@'éories and model that are appropriate to be used and

sftld(;?pported with related past studies. Then, a

N\
‘i‘&elated theories were also discussed. The last part

\ n in the study framework. This chapter is important since it provides sources

@ upporting information about the study's variables for deciding the objectives, the

esearch methods and design, and the discussion of the study's findings are in the

report's later sections.
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