CHAPTER 1

INTRODUCTION q
1.1 Introduction z

A starting point in Malaysia for lifelong learning Began si cw 11shment

of the National Education Blueprint which was unde Ninth 1a,P @2006-
2010). The main focus of this plan was to dev h and@ provide a
skilled workforce. This focus was an effort untnﬂ to achieve Y(:rl 2020. The
fifth Malaysian Prime Minister, %wn as Human Capital

Development”, Tun Abdullah Ah@ada E%@% e@Ea of human capital.
SN
Numerous efforts were made t this’rilatio lqge2}§?s achievable through the
wotld ¢

quality development of hu al V\,t I@nkmg for the sake of country
th.

development and econ%ﬁ ' 0’

$ &
The effort t lemen’l

eani Malaysia in societies became more

4
0

serious in Nov 011. bec@%’ the Blueprint on the Enculturation of

|
h!'d gn)developed (2011-2020). In this Blueprint,

N\
llfelon waslc d to*Be the third pillar of human capital growth in this

Lifelong L n s'

Growmg unders aﬁ%ﬁ‘ﬁg and awareness, fostering involvement and

% ent between academia, industry and other related institutions in the promotion
1

d e-long learning have become enormous challenges for the Malaysian government.
h

e government has invested in education and human resource training, particularly in

lifelong education, to ensure that this effort is achieved (Mustapha & Abdullah, 2006).



The government engaged 14 ministries and other departments, including the l\w
of Education (MOE), in the proposed Blueprint initiatives. %\

In an effort by MOE to implement and encourage their staff t involved in
lifelong learning, a lot of opportunities and programmes were developed especially for
teachers. As an example, the ‘Hadiah Latihan Persekutuan’ (P@gramme is open
annually for teachers to apply for a spot in the progra WLhis programme enables
qualified and chosen teachers to further their studies a rtia M Master’s

@
education, throug C%S;ong
beil

Versiggnd must

complete the study within the stipulate timew . g
However, it can be said that ap@nvolving a rnal@fcS of education, the

HLP programme for teachers is %nvolve \h’r‘ct

\
education. It has been report e nlgmber frapp @%{ons for this programme

degree or PhD. The HLP programme is a type of f

learning where the teachers enrol themselves i

,&é&n informal type of

increases every year. For e%in t,e ear 2018 ’aé&)%ls of 4960 applications were
e a

made for the HLP p% n(} ;};r-nlbelbf applicants increased to 6173
&
applications in ye;aky& @ ;(}

Many studies previg esear%ﬁg around the world has shown why an

@ J C.)
individual t@ participate (?' utEe)rstand the purpose and consequences of any
N\
lifelong%?xoﬂ Puke@iinzen, 2014). For example, in Portugal, Rothes

et aw) and in the United@édom, Jenkins et al. (2003) found that citizens enter

a

a Mg learning scheme or programme to either gain expertise for work or to get a
a

Q boost. In addition, several researchers came out with the result that people join
r enter lifelong learning programmes for professional development (Awuor & Parks,



2015; Daehlen & Ure, 2009; Konrad, 2005; Kyndt, Michielsen, Van Nooten, Nijs, &
Baert, 2011; Lowe & Gayle, 2015). T

Teachers join lifelong learning because through lifelong leamin® and
quality teachers can be created. Good and quality teachers are regarded &ersonnel
and a change agent in any successful education reform (Thien & Admow). Apart
from that, they have to possess professional competencies that inclide three aspects
which are teachers’ professionalism, knowledge and und &g.,

alld teaching and

learning (MOE, 2009). All of these reasons will lead to jobwsatisfa ioWry worker.

Ly
Job satisfaction becomes a main concern in any or ion in¢ludi S‘hﬁ‘,ﬁ any
other learning institution. It is a subject that ed cofisi e a@i'on from

Withi.é?z.competitive

twoét‘ramboa, Garcia-

managers and academics as a result of the a in&Tactl

everyday life such as job, family, rewa and socia
Suaza & Rodriguez-Acosta, 2011;%am, Ma\l,\g 1732006; Qasim, Azam-
N

Cheema, & Nadeen A Syed, %Arthegmore dar dy of research has been

conducted and continues %onj e inv
satisfaction issues in oped (Abdul at{a@M) and developing countries
4 F &
Eﬁécost

(Gamboa, Garcia-S

Every p%
organisatio %e i )
N\
workfo erngient nts h&e public sector. Issues on job satisfaction among

ate and comprehend work

5,

the always been reporte{%’fhe National Union of Teaching Profession (NUTP),

Dealing with daily activities in school like teaching, coaching, mentoring,
6 nistrating and additional clerical workload, plus their commitments and
esponsibilities at home as a father or mother to the family lead to emerging satisfaction

issues both in daily life and work life.



Apart from that, different predictors have been justified and related to job
satisfaction such as job stress and organisational support (Shrestha & Mishra, A
personality and demographic factors (Halepota, 2009; Krueger et al., 2002@ship,
career opportunities, communication and teamwork (Shoman, 2009). are still
other factors that could have a significant impact on job satisfamut are less
explored by past researchers. One of the possible factors is lifelon rning. Thus, the
current study wants to examine the role of Work Fa ?i:hlnent (WFE) in
mediating the relationship between lifelong learning andyjob satistdeti :nong the
‘Hadiah Latihan Persekutuan’ (HLP) programme fo hers in public ‘)r@' and
4
it

3, Q\
1.2 Research Background \% ‘1 é

As Malaysia aspires to be%velope 0 Yy }()’620, the Ministry of
% & N
Vnsibilitwi

secondary schools in Malaysia.

Education bears a significant a responsibilitysin cr@ating intellectual resources

that are holistic, progressi }' str in values <</ethics. Based on this, the
Malaysian Education @\:orks [ard (i' !raﬁ'uality and excellent and driven
teachers, guided b Watim]a

Teachers Educ&& i

cm&% ' .T

e world is evolving@fcly as we step forward into the twenty-first century

4

a \balization. These developments would inevitably have an effect on school

@ ies around the world, and countries are committing to significant improvements in
rd

er to strengthen their educational systems. According to Jamil et al. (2010), “teachers



are not only one of the 'variables' to be changed, but also the main actors or agents of
this change to enhance the educational climate”. T

Teachers ought to be ready and well qualified to enter the p%\n of
education. Through lifelong learning, various opportunities have been&ed by the
Malaysian government to upgrade one’s qualifications, as well as‘eskilling or up
skilling in productive sectors whether through formal, non-fi rrm informal ways.
This is supported with a study by Darling-Hammond a yk-ort (2009), which
emphasized that teachers should have a great understan of t ewgey teach

spect to te e*’ \tices,
] r% ing,@mitment

hers-and sm@?sy.. Aside from
itates é()ad spectrum of

,{{}'order to effectively

N
complete the pressures of the c%n (Tang, Hashim @)d Yunus, 2014).
Education is one o%\bs‘tl cs ctu@ society and can be gained
aré

through lifelong leami%.\ tion'la efi d@led into two categories: business
&
and non-business@hon, | ~. These antages can also be obtained by a
satisfied human% in th 'ce er@(nment (Chaudhari & Bhaskar, 2016). In
@

an effort to %e th, id:?i&ate}t)the MOE in Malaysia has developed and
N\

planned@ variéty of ¢ff @

because by having this they can promote changes w

attitudes or beliefs and cultivate a culture whic

pgrade and improve the quality of education and one of

itis culturation of lifelor@’mving. A teacher’s job has become more challenging

i \1 due to various expectations from the society. Apart from that, teachers are one
Q e most vital human capital in the educational sector (Ingersoll, 2007). The
alaysian government has instructed teachers to upgrade their skills and knowledge by

furthering their studies to the upper level. Under the 10" Malaysia Plan, MOE targeted



to have 60% graduate teachers from primary school and 90% graduate teachers from
secondary school by 2015. Previously, the former Minister of Education, Dr w
Malik announced during the National Teachers’s Day celebration in 2019 t%x\/lOE
will look into giving incentives to teachers who are currently pursuin@kanning to
pursue post-graduate studies, either for a Master’s degree or PhD (Malay Mail, 16 May
2019). Based on this scenario, by providing remuneration pac% d future rewards

like promotion, the Malaysian MOE constantly inspires th chers tp follow courses

in critical and appropriate fields. .\d
X

f the focu ':d&&}on is

Kﬂ.e e including the
i felonf learging a@g:eachers has
gained a positive impact whereby in th‘@zo, MO achi@a 85% of graduate

teachers from primary school and %rom sec SC g@Malaysia Educational
n ) .

n done byithe M(%E- n strengthening lifelong

H r0g mm‘eéséll teachers. This special post

graduate programme i ers to pursugdthéir @ies at a Master’s degree and PhD

F &

level. Those teacherSwho fulﬁll \oquirem&nd pass several tests and interviews

will be chosen wz ogr

N\
under t% 0g ich a& with scholarship and without scholarship. Both
39& .

categoris offered under this @famme have its similarities and differences. It will

Meanwhile, under the 11" Malaysia Plan,

-

strengthening lifelong learning for skill enh

\)n the teachers’ applications in the first stage whether they want to apply for a
chelarship or without a scholarship. Both categories have its similarities in terms of
eir paid leave. The teachers under both categories will still get their monthly wages

and are also entitled for study leave. The difference for both categories is that for the



Master’s degree programme, teachers will be given two years of study leave and for the

PhD programme, three years for study leave. T

Apart from that, for teachers in the scholarship category, all the ec@ fees
at the university will be paid by the MOE. Meanwhile, those without a ship will
pay their own education fees at the university. Even though these qualified teachers are
given study leave, they are still teachers under the MOE and boundéd to the rules and
regulations as government servants in this country. After X;t eir study or the

study leave time ends, they must return to the school o ot rWent in the

MOE depending on the vacancies at that time. % ' _\(—}
4
N

1.2.1 The Professional Development of &: Q\ g
Professional development, in %al sense, s éﬁ'le creation of a

particular individual in his or her pr ional role %a q,c'l\asér, lawyer, accountant,
N
ore@cisely, Glatthorn (1995)

engineer or doctor, in his or h%ssion’e‘ml T %
described teacher’s growth %elo’ "a te 's professional development
through gaining incre ience and (:f{ingh’s teaching knowledge and skills

e prcgslonal development opportunities may

consistently" (Glatt 1995, l)
workshops, professional gatherings, mentoring,

be structured omformally d
#
@ ing professional journals, viewing television

etc.) or thro %rmal ays cl?;
\
docume%kelatiﬁ t ‘pme @emic discipline, and so on (Ganser, 2000).
WD& i
\%

Mo Glatthorn (1995) @ it “the development of the teacher as the teacher
p xes through the career cycle”, and it is beyond doubt more comprehensive than
ersonal growth and progress, which is the provision of “coordinated in-service

rogrammes aimed at supporting the growth of teacher groups” (p. 41).



Professional development was previously considered to be a short-term phase
in which teachers gathered insights about a certain area of their job. However; S
only recently been conceived of as a long-term process that involves daily @‘Aities
and interactions that are designed systematically to foster progress and’&cement in
the profession. Hoyle (1982) described two concepts about teacmrofessional
development. The first one as “a process in which a teacher IM to enhance the
knowledge and skills required for good professional pract htllstances change
and new responsibilities are accepted”. Second, as “kno ee hw and skill

‘X
growth that should be more closely relevant to subst challgng ndolléc}ed by

teachers than in the past” (p. 164). This professi de% ] pa@f lifelong
learning to the teachers because it involvew , inﬁTma yand no@OYr:nal ways of
learning. \) é

1.2.2 Teacher Professional en&nM aysi

Teachers are an im@'orl orce to e@e the educational objectives
do

of Malaysia and to en% stand. ddcation as well as develop the nation's

4 F &
human resources;@al co \k&set upé_fne Ministry of Education in 1995 to
he i

examine the t pro zatio&ﬁffrofessionalism and formal growth of

!
¢
teachers il@a recognis tlé reec}:i) for professional development for teachers.

N\
Teache% ona]ﬁiﬁug&nent s established as a means of enhancing teaching

skil]&]e of the Committee'{@'{dings and recommendations were:
E\ Teachers should be encouraged to attend in-service courses;
0 e Teachers should be encouraged to further their education;
o

Opportunities should be given to teachers for study visits overseas to study

—9

S
&
Q-

=]

current developments in education;



e Teachers assigned to new positions and with new duties should be granted

induction programmes; ‘z v

e Management courses will be offered to teachers who have bee@ed to

the position of principal; *

o Staff rooms should be subject-based; and i

e Teacher learning centres can promote teacher profi development by

being built in strategic areas, outfitted wit tec}nologies, fully

ofM

p-43).
i _@%

supported, and properly staffed (as cited in

S

In accordance with this agenda, the ngnent a‘; effoquo create

division w@ comes under

e h
the MOE and Ministry of Higher Educationd{( MOHE) f: 1tate@‘,?l1 the pre-service
and in-service training for primary %cond@o?te c\ ‘&s'
SO
1.2.3 The Teacher Educati Vistlﬁi Q\

The Teacher % Divisi s}ﬁ)@)ﬁ Malaysian MOE department
which supervises t Wing @for teashers in the country. The TED has taken
on the challen &velop i t'eacél‘)eg\%l order to help its efforts to attain the

) $

@
national a% ing a 'develgped @ntry'. The TED assisted in carrying out its
N

numer tivities & anning. and Policy unit that plans and determines the

training centres for their teachers. The te Nucati

dir&kf teachers’ educatiokg%ﬁe Curriculum unit determines on the curriculum for
th: \ous courses offered at the teacher training colleges. The Assessment unit is

sponsible for the setting and grading of examination and grades for
electing candidates by aptitude assessments and interviews. Meanwhile, the Student

selection unit selects applicants or candidate teachers.



The TED frequently plans and monitors continuous workfo?!‘r
staff development programmes locally and abroad at the Ministry and coll \ls in
order to increase the standard of its teaching. It tracks the programmes &achers SO
that they are successfully implemented. The TED establishes a coherént training and
education system by coordination between all MOE d1v1510ns% ant educational

e Train good quality teachers to satisfy all ire natlonal

education system of pre-school, @secon ry ocfat @ and

technical learning education;

institutions. Below are the objectives of the TED:

e To continuously update and up

and effectiveness in acade n

e To develop Institutes of %er Educh%&T

1.2.4 In-Service Coursey\' lAj
In order to n% their s gﬁ}c nical, professional skills and

competencies in r tive a II:a > 1n1t1a would provide in-service training
for teacher tra1 con a school teachers. It also helps to hold the
target audi 1n rmed ab e\{ e u atlonal developments and changing practises
as well re th r'rent bal demands. The offered courses comprise:

\AThe Continuous R@sswnal Development (CPD) for teachers at the

? institutions of teacher training.
Q e An on-going short term in-service training and development programme

(course duration ranges from one to five days).



e An on-going short term in-service training and development programme for
teachers teaching critical subjects, namely Science, Mathematics, Iw
English. %\

e Special post graduate programmes for teacher trainers, & Master’s

degree and PhD level. Q
e Malaysian Trainers Development Programme ﬁyﬁk course for
i t

professional development; these courses are cu 0 llpgrade primary

and secondary teachers and there are 20 cours chagose

@
N4
e Special degree course for non-graduat s (a one- c‘)ug\%lt ITE
s b4

and two-year course in university). Yw \
e Degree for a non-graduate teﬁWrougﬁ’\the de o@tant learning

(Open University Malaysia.\

o

in-se i@'ZIrse Qa; upgrading the Professionalism of Teachers at
ARemote schools. \"7

R
Ny



1.3  Lifelong Learning
Lifelong learning is a conscious attempt to gain information about one

or personal life that can happen at any age. It can be obtained through fom@’mal,

and non-formal settings and is a continuous process. Some see it as a w I‘lCh their
lives, while others see it as an unwanted interference into their othem eaceful life,

and a few completely condemn the concept. There are many reasons at make lifelong
lgge

learning essential for people who want to keep up with the ef)d skills needed
for their job. Some of these factors are technologyfycomp xw‘alization,
geopolitical, multigenerations and longer lives. Appa , everyon h(’ w@ for a
living must be aware of the changes in their pr: ion. ];o or @ple, may

techn@j‘; or industry

al c@ tions that would

understand the need to continue to cope WW oments i
processes while still dealing with man& siness or
’[Amprove their hard and
N

soft skills, with hard skills ass em 1n ' and soft skills assisting

benefit from lifelong learning. A51d that, e ?

them in doing their jobs m be

] lives. T {
personal lives % 2 Dj 2 0

mo‘@asure and fulfilment in their

The concep hfelo was duced by UNESCO in 1965. Since
then, the devel 'tIOIl eéﬁﬁgh lifelong learning began all over the
world. Mor %&rly hola al£ heJ n interest in continued, or lifelong learning.
Since 1 5%; schiolars pro ed and published their articles regarding lifelong

d this situation is c@mus until now.

E ifelong learning has become a major issue for every country in the world
se

Q it is a key characteristic of a 21% century community (Majhanovich & Napier,
014). Merriam and Kee (2014) cited Thailand as an example of a nation that has

invested in fostering lifelong learning in its citizens. It is mandated by statute, and the



Office of Non-formal and Informal Education (ONIE) plays a critical role in facilitating
lifelong learning and fostering a learning society. T

Malaysia also pays serious attention towards this matter as e\%\.\ntry
believes that lifelong learning will produce knowledgeable Worke& societies
through the participation of tertiary education. This is endorsed by ]Wand Lauder
(2003), who stated that higher tertiary education has been_desctibed as a global
economic growth mechanism. In addition, The Ministry o 'UYE'dllcation (MOHE)
released the Malaysian Blueprint on Enculturation of Li Le WQON) in

X
November 2011. It was declared as starting point erious |eff t‘k@ the

Malaysian government to encourage the societi ta% i ifel@leaming
programmes. V 0\ é?

By 2020, Malaysia aspires to b\%ped and hi inc@%ountry. This aim
can be achieved through education whi emphas1\snz_qs$if ong arning programmes,

& N
A@U, 2010). Besides that,
&

regarded as “catalyst for indus ormation’
ormation Programme (2010), almost RM27

<

based on a report from the %{; T
]

billion or 4 percent ofii Natignal co'm&b’ 2009 came from the education

g f &
sector. It is estima Wt the[e Nproxgwly 20.6 million lifelong learners in
Malaysia in ye@vhi utes @d% of the population.
@ l Cf\;?
Afte nounceme 0; ﬂt/ alaysia Education Development Plan, the
Malaysi o;

N\
mefit.maifitained-its efforts to increase teacher quality (2013-2025).

Bec&a teacher is a lifeti®perience that requires serious dedication. This path
e %onstantly equipping oneself with the knowledge and skills needed to be a
uceessful and quality teacher, since a good and responsible teacher is extremely

portant to create a successful nation (Arokiasamy & Abdullah, 2015). Moreover,



lifelong learning helps teachers to become more confident in their practice by enhancing

their awareness and understanding (Ferret & Smith, 2010). T
A lot of efforts had been done by the MOE, Malaysia in p@ the
opportunity to all teachers to get involve in lifelong learning programmesS@ne of it is

by offering the HLP programme every year to chosen and qualiﬁeWherS. Itis a

formal learning way to enhance the skills and knowledge of the téachers in various

Apart of that, teachers also were encouraged to joim sho coninars or
@

academic fields.

learning. All teachers in Malaysia must attend seven da cou@é year on

ria m@' performance
ese @Sltonsidered as the

any related topic and this will become o f

appraisal process for them at the end&@r

lifelong learning process. Jin Kuak 014) co\etevre

\
teachers' encounters of llfelou%lg Accordingito <t§? ndings of the research,
g influ %

social and cultural motivati l a facr have contributed to teachers'

53
lifelong learning expe [ 0
£ &y
(J

Malays@her tlsfa

ion may_b e‘neéjs)an attitude or as a feeling about one's job,

_\h on Malaysian school

Job Ei
accordl% bbing’ (20 r Words satisfaction in a job is related to how

1 at work and the dl®ﬁt aspects of their work. The job satisfaction may be

g as well as cognitive. The degree to which a person is experiencing pleasant
10

Q nal feelings on various aspects of his/her work situation is affective job
isfaction. Meanwhile, the degree of perception, emotion and response of employees

to particular aspects of their employment, such as pay, pension schemes, work hours



and different aspects of their work, is cognitive job satisfaction (Kosi, Sulemana,
Boateng & Mensah, 2015).

Meanwhile, Nguni (2005) found that well trained, motivated, coﬁ%\ and
satisfied teachers are a result of a high quality education system%hers’ job
satisfaction is an important element in any educational organisation'sWy to succeed
and improve (Masanja, 2013). Any company must increase ?ﬂo- e satisfaction in

order to deliver high-quality work. Employees' job sati is c'ne of the most

important aspects that an organisation seeks. This is bec in orde ecognlsed
as a productive company, the workers must perform ionally we ﬁ &ﬁ"g: It to
find a collective of employees that can improv er h&'how the

i emplo@gzo figure out

1sh@ how they can be

satisfied. Employee work satlsfactl non mo\hy ﬁ@?mt an employee seeks
: y \

apart from his or her actual b a result paoﬁt(v action. As a result, it is

important for any organls ionjto a sze@thelr workers' interests and

desires, and as a conse% org 1sat1 cla efit in a variety of ways. Further

details about job K ussed hapter 2.
Job satisfactiofirissu 'teac‘té_%’ln Malaysia are always debated and has

become one ain/concerns Jf t]&} OE. Working in schools is such a complex
organls %wh 1€ave ?tea(:l!% with a bad headache everyday. Teachers are

cat d under the service @ﬁstry where they provide education services to the

N
% enerally and pupils specifically. Dealing with humans itself is not an easy task
s

e it involves attitude, beliefs and cognitive that sometimes are unpredictable.
oreover, in the 21% century now, emerging technology advancement and global

competition in various aspects places a burden on teachers’ daily routine in school.



Nowadays, the job scope of teachers is not only to educate pupils but also involves
various clerical work such as managing the co-academic activities, subjec 1
activities, data entry in the system and many more. These arising works w@ bad

feeling to the teachers about their work. Teachers will feel demot stressed,

burnout and dissatisfaction about their work. q
1.5 Problem Statement z l

Nowadays the role of teachers are not simply as owle gWr, but it is
‘3
undergtan e'k@edge.

t% A the@ﬁst equip
Y

themselves with a variety of knowledge and% 1rst.¢‘cco ing to@re researchers,

continued education has a number of Objectives and see im@'& the individuals'

well-being and quality of life (Be@‘s& Mﬁo‘ :
% Z

more to mentoring and coaching the students to ge

Thus, in order to be an excellent mentor or

1996; Mas-Torelld
2006; OMS 2002; Padilla et a élrezﬂ &D Juanachflh). This is parallel with

the effort done by the MOE% thI a ysi@, where they targeted to have
ary s

60% graduate teachers% ool r‘l-dl 96®graduate teacher from secondary

school by 2015. T %)rt cor
focus in educa% nhanei
0

|
According to McMillan D. et (!Ol@?&e majority of teachers began postgraduate

$ &
MHder %&11“‘ Malaysia Plan where one of the

lon ing to all people especially teachers.

N\
studies duri e firdt ten frs o@aohing, which is compatible with the findings of
Art@l. (2006), who foun{ 75% of teachers began postgraduate studies within

tenwyears and more than half within five years.
Q For the teachers, becoming a postgraduate student is not an easy task. All are
ware that postgraduate students are adult learners and have other responsibilities

towards their family, social and working life. Juggling between all these responsibilities



will have a positive or negative consequences. Furthermore, owing to the overburdening
of'academic workload and job problems, teachers are included in the sense of w

balance (Hakanaen et al., 2006). It was discovered that teachers who @nced
burnout and work-life conflict had a higher degree of stress and exhaus ompared
to other occupations (Maslach, Jackson, & Leiter, 1996; Schaufeli & Enzmann, 1998).
Furthermore, dual-career teachers face the burden of assisting CM"S careers while
balancing parenting, parent care, housework, and work-r tolnes such as job

satisfaction (McNall et al., 2010; Wayne et al., 2006; on € aw Thus, by
[
mphasize 'vc@’amily

tur% ience j O@Sfaction.
ily i@a.ce had been

having a good work life balance practice, specific

enrichment, will help to create a good lifestyle

Meanwhile, numerous scholars' res h

dominated by a conflict viewpoint owast decade yro@OS ; Eby, Casper,

Lockwood, Bordeaux, & Brinley, ; Green \&% 91@1985). However, this

N
phenomenon has gradually chav%ereb}p rece ycresiz;@ suggests that combining

or mixing multiple roles als rell en ichn@rocesses between work and

family (Siu et al., 2010; zSteen rge E{ll@s, & Mooijaart, 2007; Wayne,
4 F &

Randel, & Stevens w Woik- ily enric t is also linked to favourable career

&tis arlso \g'/al., 2010; McNall, Nicklin, & Masuda,

outcomes such as |
1 S S
2010; Shockle ingla, 2011 A{a @ t, it is critical to examine the antecedents of

N\
work-family efirichmént a .ﬁll as ‘Qﬁmction as a mediator. However, up to now, the

el

kno@: of antecedents a@nsequences of work—family enrichment remains
@ (Danial & Sonnentag, 2015). This study would fill the gap by focusing on
d -family enrichment as a mediator of the relationship between lifelong learning and

b satisfaction.



The explanation why teachers are required to upgrade their skills and
knowledge, as well as master their students' learning styles, is so that they can T{y
better strategic plans, which will result in improved job satisfaction (A% 05).
Teachers' levels of satisfaction and dissatisfaction with their jobs have t on their
success (Demirtas 2010). Job satisfaction is one of the importantfelements in a

successful organisation. Any organisation in the developing *Meeds to increase

their workers' job satisfaction in order to deliver a quali fect"ve output (Wan

Ahmad & Abdurahman, 2015). Apart from that, job sat tion lswund to be
g

an effective variable (Rowen & Ahmad, 2000). In sia, name c]‘ e&F) ziah

san{' ulla@ﬁd David
T

Yong Gun Fie (2009), Zainudin Awang, Junaidah anim‘A 1 Mohamed

h ,an
Zin (2010), Aziri, (2011), Triantoro %: )hmad Ot , a@({ﬂuhammad Nubli
Abdul Wahab (2011), Aida Meu@,ﬁ

Noraani Mustapha (2013) hav.

level of job satisfaction %in i between burnout and job
satisfaction, connectio en psy act and job satisfaction, worker
¥ g (Q
turnover, persona@orkillg \di»r.lons
morale and worlgsatisfactions
: 1 (O

In thy rld of educati j&) satisfactions among teachers become an essential

a@\Mohd Noor (2013),
N

job satisfaction such as

and cm% hat ig"discussed all1§time. Job satisfaction is vital to teachers because
teachersevaluations of their j@isfaction level can support school stakeholders such

a \ers, students, administrators, and educational policy decision makers (Salehi,
@ avi, & Yunus, 2015). There are numerous factors that influence the level of job
atisfaction among teachers. Global studies (e.g., Kaya, Yavuzcan, Izciler, & Tufekei,

2011; Usop, Askandar, Langguyuan-Kadtong, & Usop, 2013; Tiirkoglu, Cansoy, &



Parlar, 2017; Von, 2017) have probed into teachers' job satisfaction across nations and
the main emphasis was on income, retirement, social facilities, teachers’ A
working conditions, leadership, and students’ achievement among others. %\

As being compared to other sector of employees, teachers are arded as
a distinct group of workers, with unique working environments and mvels of job-
related stress (De Nobile & McCormick, 2005; Klassen et al., 201 eachers have a
lot of responsibilities to be fulfilled towards the X.p rents, school’s
administration, communities, Ministry and also the go ment ( c‘& Nixon,
2009). These task and responsibilities involve some o oft skills t ez’ch;{-g;uld
face such as interaction, problem solving and di ar% he Q@ES of this
may be burnout, stress or other problems@t d‘e phyisical a@ﬁ?s.ychological
well-being of the teachers (Chang, 20& é

Ibnian Salem (2016) investi teachers"y gis c@level and discovered
that job security and stability, %hip v’v\ laagu% \aining programs, salary,
respect in society, and car Xth S fatcéq% of job satisfaction. Another
significant study was % d by to identify the determinants of

s &
\ﬂ‘ﬂiee cat

teachers' job satisfaGtion basei es, which are monetary incentives,

satisfaction withgschooland ronr@:’ as well as satisfaction. It was discovered

that commu '%port emu @c age, career development, appraisal system,
\
promot%;or lace .pditi

job satisfaction among teache&s(.)\/

A ¥

\‘he global phenomenon regarding job satisfaction issues among teachers are
1s& having an impact on teachers in Malaysia. For example, from year to year, the
umber of teachers applying for the early retirement scheme is increasing. Apart from

that, NUTP Malaysia reported that every month they receive about 30 to 50 cases of



stressed teachers. Teachers will no longer stay in their career and always seek
opportunities to leave their profession if they are granted to do so beca f
dissatisfaction. Therefore, understanding various factors to examine t@ job

satisfaction may assist in identifying the changes needed to support te ? retention

(Liu & Ramsey, 2008). q
From another perspective, novice teachers also face jog Mtion issues that
a

will bring them to leave the school. Basically, novice teach il Velan eager feeling
to implement what they learned during their training prégramm: anersity or
@

Institute of Teacher Education (IPG). However,t%ay believe that ﬂle@;e a
mistake by pursuing or choosing the teaching n er W@' they are
confronted with unpredictable situations inVET;uch\as classroo Y(.ﬁtions, new
educational conditions, goals, and refd\%an, 2004)~A¢stud

Zainudin (2019) supported the stat%that nov %he i

challenges in aspects of the tea%ofesgion, ool c@unity, students’ parents
and lastly classroom man x t th?éq

challenges met by the %t chers 1\oul l‘)-eip id_Serious attention in order to solve

oy

S

orted by Tan and

Qe

hor, Malaysia faced

B

=

n concern for them. These

4 &
or reduce the prowavinf \ols and tgolassist and fulfil their job satisfaction.
thilty in a N

Other tb\ Ahsc} al. (2009), it was suggested that every

@ l (.?
ﬁ?,' n@ to make an effort to prevent stress among
N\

ct their job satisfaction. The current situation had proved
that&rs are dissatisfied W@:r job. Due to a heavy task load in school, teachers
a Xd to do many tasks in school nowadays such as basic teaching tasks and other
itional tasks (Corry, 2015). These task loads will have an effect on the teachers’
motional exhaustion, absenteeism, job satisfaction and performance (Huyghebaert et.

al., 2018). Voon et al. (2011) stated that it is important to recognise the satisfaction
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among teachers because job satisfaction is one of the primary factors for employee
retention. Furthermore, Gomba (2015) listed five factors as for why teachers

remain in teaching: (i) the need to support their families, (ii) job s@ (ii1)
unmarketable, (iv) support from colleagues and administration, and -sacrifice
leadership by principals. It clearly showed that teachers are dissatismd suffering.
The teachers are not feeling a sense of enjoyment about teachir&ins- d they are doing

Other studies have discovered that teachers are ‘Sabjecte t(.)\\r@dous job-
@

their job for the sake of money.

related pressures that lead to them being disassoci

nd demotiv; te' f&‘a their

tu% e fu teaching
(Roeper, 2016). Sabddin (2013) has identi i Ny

mental illness, which is equivalent to @f the ove

situation indicated that those teach%e stresse\‘nc&lis afisf d which lead to the

. %1 o )
increasing number of cases of eaving the refesEQ

Next, several studies indicated atlsf@ affects teachers’ success in
terms of teacher exc%ew eiq'i'I;OO ‘-An@'So in terms of teacher-student
Nell as&mtions to quit the teaching profession

'er, b@’en 2008 and 2011, there was a growth in

chosen occupation, which contributes to thei

relationships (Van erg, 2('

(Skaalvik & Skaalvik,2011):

¢
the number alaysian teac rs‘)vhU ose early retirement or resigned from their

N\
employmie inistey .of catioﬂhﬁflalaysia, 2012). Since the number of teachers

leav@e profession increase&tg'{e factors that could boost to improve job satisfaction
a em should be studied and investigated further.

All these issues are a major concern to the nation especially to the MOE. Every
ear, MOE offers the scholarship program called HLP as an opportunity for teachers to

further their studies at a tertiary level through lifelong learning. It was reported by the
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department in charge that the number of applications for this program increases from
year to year. For example, in year 2018, the applications for the HLP pro%
totalled 4960, while in year 2019, it increased to 6173 applications (MO% sia,
2019). This is a voluntary program where no teachers are forced to apply” re are no
guarantees that the teachers will get a higher income or promotion to Wpper posts after
completing their studies. In terms of financial, it can be said that th&fteachers are in a
comfort zone. The teachers within five to ten years of s .&;T considered as
having a comfort financially in terms of their wages or s . So wWe teachers
1S

01% oti@ls of in-

amm@gg discovered
ing@(“oehind", "feeling

stressed", and "being pushed to ge%ﬂ'. Theseuf1 %tg s}f\(%X? the existence of job
N
s thep o r

want to apply for this program?

A research conducted by Hazidi and

—
.’:S'

service teachers studying a bachelor's deg

that the study's participants had provi nsDers such a

dissatisfaction among the teac h leads thein to fu their studies.

Studying for a M xegr T is gan easy journey. Does job
dissatisfaction in their @ead y aﬁp@r this program? Thus, this study
intends to have a 1 at teachr \aMatisfa 'Q/depending on the lifelong learning
variable becau & &nl sa@étion with their working climate has a
positive im e&)\ s en‘ts' cliever_r}lg«?nt and results in high-quality education

T

N\
Papay g Ap&om that, this study also will use the mediation

of \Q the relationship of iC%tfng learning and job satisfaction.
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1.6 Research Questions

The following research questions were formulated in response to the ;Wn
statement. Questions regarding the variables of lifelong learning, job sat@ and
WFE are as follows: *

1. What is the effect of lifelong learning towards teachers’ jWSfaction?

2. Are there any effects of lifelong learning towards t M FE?

3. Does the WFE influence teachers’ job satisfact %

4. Do the teachers’ WFE mediate the relationsh twe l‘ﬂ‘dqdeaming

and their job satisfaction? % J ' _\"\f
4
&y

1.7  Research Objectives V:

Job satisfaction plays an impo rolan any o

a high job satisfaction will benefi rganisa\l

@y of ways. Plus, the

N
organisation that encourages th%oyee’s‘ to practice lifelong learning and provide
1

opportunities to their empl h lea‘n increas productivity, bringing high

profit margin as well a% the capabilj ‘-(!f @rganisation to stay competent in

the business world. wudy @Q examiéﬁﬂfelong learning and its influences on
& 1

WFE and job satisfaction. 'c ob@%s are as follows:

#
1. !ﬁ%ifyt effe Oﬁif@ learning towards teachers’ job satisfaction.
0

N\
% entify the ct of‘@ong learning towards teachers’ WFE.

To examine the in li%ée of WFE towards teacher’s job satisfaction.

E\ To examine the mediation role of teachers’ WFE on the relationship between
Q lifelong learning and teachers’ job satisfaction.
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Table 1.1: Summary of Research Questions and Research Objectives

1. What is the effect of lifelong learning
towards teachers’ job satisfaction?

1. To identify the effect of lifelong
learning towards teachers’ job
satisfaction.

2. Are there any effects of lifelong
learning towards teachers” WFE?

2. To determine the eff ifelong
learning towards teacher E.

3. Does the WFE influence teachers’ job
satisfaction?

3. To examine the influence of WFE
towards teacher’s job satisfaction.

4. Do the teachers” WFE mediate the
relationship between lifelong learning
and their job satisfaction?

4. To examinegthe 1ation role of
teachers’ WF tioniship between
lifelong leasii teachers’ job
satisfaction.

1.8  Significance of the Study

This study is important in orde@e

on job satisfaction among the HLP programtiie 01\;{1'

teachers in Malaysia by using a q%itnveﬁ y. Apa

used in mediating the relatior& tween g leaaﬁ@g and job satisfaction. It is
\

important to explore tionship because th ‘%rementioned relationship was

such r%
explored separately and noa i

corb\
around the glob@s t@ume@dy will be focusing on the teaching
N
profession in QMys' n eonte t’[l hxsgeen noted that this profession in the country
has the hi bersiof workers Qf)ared to other professions.
4

aslow’s raréli am'eed theory, Herzberg’s Two Factors theory, Social
E)knge theory and Chain of Response Model were used to determine the job
%ﬁtion level and became a basis for the theoretical framework of the study. This

Ody also aims to develop a model that assists the teachers to identify their job

satisfaction through the influence of lifelong learning which comes from the Maslow

li
ag\a d secondary school

fr@tﬁat, the role of WFE is
“« Q-

n be seen in numerous past studies
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theory, self-esteem needs and Chain of Response Model that determined the decision to
take part in any adult learning courses. Apart from that, this study enric?ﬂe
contemporary literature on job satisfaction by examining the mediating el@w FE
in the relationship between lifelong learning and job satisfaction. *

This study is also significant to the leader and practitioner towae developed
model in identifying job satisfaction among their employees b ing at lifelong
learning and WFE because employees’ job satisfaction ?c'iall element to the

success of the organisations. Specifically, MOE will gai advanta, the result
@

of the study whereby it can be used to solve or reduc%roble sa g‘th&%chers

regarding job satisfaction issues. The study i sig ifica h r@g%?:t to the

%

following reason. V 0\
A mediating variable is a vari monnects thegindep t and dependent

variables and describes the intera%between\t?o th{r\variables (Allen, M.
': z N,

2017). WFE was chosen as th ing \%riabl

et significant influence on

&

ion. g research has related WFE to

teachers’ lifelong learning hjob sfa
essential outcomes su% rk ar::ir famij };- Sati tion, little is known about the
mediating function WFE ill the é&?}getween organisational antecedents
(e.g., lifelong le@nd

Gy

Rt
Maslow tif;ti@ eory, Herzberg Two-Factor Theory, Social

Base t

N\

Exchan% , and i .pf Reﬁ&lse Model, this study expands the knowledge by
X

adding the lifelong learning va@é to seek teachers’ job satisfaction. Lifelong learning

aE&esteem need in the Maslow Need Theory indicates the second highest ranking
ecd fc

(e.g(‘szﬁ{sfaction) (Nicklin & McNall, 2013).

6 or the teachers to achieve. Lifelong learning is then utilized in the Herzberg Two
actor Theory to seek job satisfaction among teachers. In an effort to gain and add up

the knowledge and skills among the teachers through participating in lifelong learning,
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it will enhance their productivity and performance in school as well as their daily life.
Thus, by having all these, the teachers will feel satisfied with their job. YV
This study developed a new model using a structural equation mod% EM)
that offers other opportunities to improve and apply to a research elated to
variables like lifelong learning, WFE and job satisfaction for future studies.
Additionally, in terms of practical contribution, by id nN the WFE issue

among teachers, it is hopeful that it can help the scho 11 al; the Education

=
=]
o
o

Department to plan, design and develop an effective an cient My ba

o
=
o
o
=,
1S
o
>
=
&
o
o
=
<
a
o
=
o,
Z
=
Q.
Q
jn]
—+
<
=
ol
&
=]

=
o
©

o
=
o
o
-+

it(jq
=

-,

%
o
&
=

gj‘nen f the s@o specifically
and MOE generally in reviewing thwat policy e t@?}rs regarding the

matter of work-family balance. Ma@justmenﬁ i ‘ge oxking hours can be made
or adjustments in the recruiting%of future te rs &@crease the level of work
satisfaction among them. A Bh that;
they should manage t@tor l

study gg wareness to teachers on how

l:' nd il}‘ lilfb’lt is also important for them to

’ &
practice a good \Whie j§Ob satisfaétion.
Lastly, w of 'ogicc‘l\tééntribution, this present study used an
online surve %@ionn rel.' It as;ag@ by Creswell (2013) that the survey method
e

S
is the ropria uitab@method to generalize the result, examine the

b 9

ip among variables scribe the real phenomenon. By using online survey

o

rela

questionnaires, it enables us to send reminders to the respondents to take part in the

d y which can enhance the survey participation (Anseel, Lievens, Schollaert, &
horagwicka, 2010).
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1.9  Scope of the Study

In conducting this study, the researcher focused on lifelong learningw
independent variable that will influence job satisfaction among primary an@dary
school teachers in Malaysia who are under the HLP programme by MApart from
that, the study also puts WFE as a mediating role between lifelongY'aming and job
satisfaction. V

There are a lot of other variables that can be studied Yc?pafe the influences

on WFE and job satisfaction. However, this research fecused n\&fﬂdg learning
@

sia betau h4 &ﬁéYp: of

e{ IS n@fo update
&

themselves with new knowledge and skillsbgcause of g\oba ization a@\?specially the

among primary and secondary school teachers in

)3 co@g and mentoring

a new generation, up skilling and u ing thelr\\%d ;@ugh lifelong learning
;kgy N
programmes become a necessit rmor’c\:, the Scope 0@ research emphasizes the

555 primary and second \01 aysia who hold a status as
1

sC ,e I
postgraduate students ;c localfuniy, rsi{ies}ound Malaysia under the HLP
4 F &
programme for the year 2018. | s %(}
Anothergpoint™o be 'this éotqﬁ‘e of study is that it only looked at the
@
teachers’ jo sfaction! It di ot{nveb%g other working professions. The reason why
N\
teachin% ion was. ¢ ?n to d%rmine job satisfaction is because it was reported

in ia that teaching is a five other job professions that has high stress and
0

] %&ﬁsfaction.
Q Lastly, this study only looked at one side of the work-family balance factor that
enrichment. It did not look at the conflict side where the consequences of conflict

might give a different view towards teachers’ job satisfaction.
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1.10 Conceptual and Operational Definition
The following conceptual meanings are focused on the variables deﬁnews
research to maintain a general and collective interpretation of their signiﬁ%\ithin

the study's framework. Lifelong learning, work family enrichment an tisfaction

are terms used for the variables throughout this study. Q

1.10.1 Conceptual Definition of Lifelong learning z l
Lifelong learning, according to Coskun and Demirel (2 lwcribed as

possessing the requisite knowledge, skills, and values

@
pare and e ue#e &QE own
for% ings, a@'integrate
%

knowledge from various sources while empleyin i ing s@gies for either
personal or professional reasons. In tw , teachers

are@“blved in the HLP
programme will enhance their know%e, skiﬁe‘
E 0

learning, learn from others in both formal

b@gh their participation
in lifelong learning in both fo

N
at pu@universities in Malaysia.

&

Lifelong learning is treate a direct for ‘g family enrichment and job
satisfaction or via wor ilyvenrichment as a ﬁa&ﬁhor.

NS ‘-Cf/
1.10.1.1 Opera@eﬁn \Qotiv&n

|
#
Ma g (2011) has teﬁ t]*et?otivation is the most critical factor for adults

N\
to parti e i and thei‘@ldies successfully. In this study, HLP teachers
partigi or furthering their té%'éry eduction within their self awareness and others

N

Xhat motivate them to persue their study either in Master or Ph.D level at local

@ rsities in Malaysia.
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Motivation are measured by an adaption of the AARP Survey on Lifelong
Learning that was used to measure how and why an American elder learn nems
(AARP, 2000) and Lifelong Learning Questionnaire by Knapper and Crople 0).

-\
1.10.1.2 Operational Definition of Knowledge and Skill T

Knowledge is the condition of being aware of something @ither it is fact or

concept. It is the cognitive processing information and ca %ﬂ'd. In this study,

knowledge is measured to any cognitive process about or c nwed by the
@

X~

HLP programme teachers through their lifelong learning, process. c#)n&@ence,
this knowledge will enhance their job and bo ob satiSfacti lev@owever,

M

skill can be described as the capacity to physieally ecmﬁ an aetion or@;‘v:ty. Physical

action, movement, and the implemen(waxperienc kn@%dge are also part
of it. Improving skills among HL%gramme\achgs i ,Q%‘laysia are one of the
-\\m “: y N
0

concerns in practicing lifelong . Those teaehers tchamproved their ability to
y

&
physically perform an activi %eff@[ iVe eit @naging daily work at school
as well as managing their.dai ;life. [ 0
4 F &
Knowledg;ﬁills arle \aSered usi adaptation of the AARP Survey on
(A

Lifelong Learni , Life earning Questionnaire by Knapper and
N S, ¢S
e

Cropley (20 5’)
& Ad

1.1 perational Definit'@f Career Development
%\jareer development is a process of choosing career, improving skills and
eveloping a career path. In other words, it can be described as lifelong process of

arning and decision making that brings a particular person closer to their best career



skill and way of life. In this study, HLP programme teachers join in any lifelong learning

programme with an intention to upgrade their career path sooner or later. YV
Career development are also be measured by using adopt@dapt
questionnaires from the AARP Survey on Lifelong Learning (A 22000) and

Lifelong Learning Questionnaire by Knapper and Cropley (2000). q

N

1.10.2 Conceptual Definition of Work Family Enrich zFE) l

According to Greenhaus and Powell (2006), W n be eWthe extent
@

f life if the family @‘ghis

variable denotes the importance of positive wo a\& : Ver.@yﬁe family

physiéyocial-capital,
aI@QH other roles e.g.,

to which experiences in the work role improve the qu

family domain like learn conflict re on skllls\ﬁmgm q& rk enables to resolve
N,
any family conflict effectively %ﬁe teacher ork C? ike coaching, mentoring

and managing at the Work lin e e thelr family role at home.
The link between the i t Varllﬁcﬁ s@long learning and the dependent
variable namely jo wactloll db ﬁ].dvarlable of work family enrichment.
Besides that, wok fa i w111 c} e a direct predictor for job satisfaction.

1. IQperatlonal Deﬁnlt;\ Developmental Resources

arlson Kacmar, Wayne, and Grzywacz (2006) described the bidirectional and

d idimensional concept of work-to-family enrichment (WFE) as how family roles
e

nefit from work roles through developmental resources, positive effect, and

Work roles f%; and ﬁ{edb e operational definition section.

psychosocial capital derived from involvement in work. Development resources in
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work lead to the acquisition of skills, knowledge, behaviour and perspective. Teachers
who have all these resources will help them to be a better family member. In thiswnt
study, HLP teachers possess skills and knowledge, a positive behavio@eam
something new perspective from development resources gain from t olvement

in work. The resources gain will affect their family matter in a good s and reflected

back to their positive outcome at work. . V
1.10.2.2 Operational Definition of Positive Effect .\d
@

Positive effect in work results in positive
involvement in work give a good mood to the
teacher to be a better family member. Whén, the LPQTac hav@ood mood or

attitude at work, the same emotion %er when t retu@&)me. As a result,

they feel happy and pleasant at wor% \T
'; 6 A &8

1.10.2.3 Operational Defini %Ps c@i@
Meanwhile, ps%il%lcapitj occlrs ,Whainvolvement in work promotes a

4 F &
level of psy0hos0:$urces ‘s \&a sensgﬁcurity, confidence, accomplishment

or self-fulfilment, In this stu LP @ﬁers experience a psychosocial resources
¢

and as are %lps the teacher§'t e}g?better family member at home too.
I S
NI

O -—

Y-v
NV
S



1.10.3 Conceptual Definition of Job Satisfaction
Amstrong (2006) said job satisfaction refers to the attitude and feelings?ﬂe
have about their work. Positive and favourable attitudes toward the job (% job

satisfaction. Negative and unfavourable attitudes towards the jo ates job
dissatisfaction. The measurement of this variable will be groundedWpon one major

independent variable which is lifelong learning and work arMnrichment as a

mediator. The operational definitions of job attitude and jo i arelexplained in the

next section and will be used for the entire study. .\d
g

N
,é\ | S
1.10.3.1 Operational Definition of Job AttituY. \f \‘,T
B d (13

t to @ﬂy people like
(satisfaction) or dislike (dissatisfac(\% j . is @‘y, teachers’ job

According to Spector (1997), job

aily routine in school,

satisfaction is measured through % i i
. ? # oy

Q
5]
<
2
z
i
iy

whether it is satisfactory or pector (1997), the Job

satisfaction Survey is used %ne 1 ers™attitude.based on the nine constructs to
see their job satisfacti [ 0’
NGy

NEPW
1.10.3.2 Operaw efiniti 'obF é{\{g

Job fee an be defi £ a ;?we, cognitive, and behavioural components

N\
about vafious related @spe ?1 the j's&[t may in terms of wages, work tasks, promotion

and%(Spector, 1997). A @ﬁer’s job feeling through the components mentioned

xamined through the Job Satisfaction Survey by Spector (1997) which consist

&;E items from nine constructs.



1.11 Organisation of the Thesis

This study has been organised into five chapters which are 1) Introduction; 2)
Literature Review; 3) Research Methodology; 4) Data Analysis and Results; and 5)
Discussions, Recommendations and Conclusions. For the first chapter, it introduces the
study. Then, this chapter is followed by the problem statement, research question and
research objectives. In addition, this chapter also includes the significance of the study,
research contribution and scope of the study. Lastly, this chapter closes with the
definition of the terms that are used in the study.

The second chapter discusses the literature review of the study. It starts with
literature on previous and current studies regarding lifelong learning. Then it will also
touch on the factors that affect lifelong learning which are motivation, improving
knowledge and skills, and supporting career development. Literature review continues
on the topic of job satisfaction including its related underpinning theories. The chapter
than continues with literature review about work family enrichment (WFC) and its
mediating role in this study. Not to forget, the hypothesis of the study also comes from
this chapter. Lastly, this chapter concludes with the conceptual framework and
conclusion.

Chapter 3 discusses the research methodology of the present study. The use of
quantitative analysis is discussed and justified. This chapter also covers population and
sampling, question instrumentation, questionnaire management, data collection and
pilot analysis.

Chapter 4 provides an overview of the study and findings from the data gathered.

r

It examines the characteristics of the sample with descriptive statistics and examines

‘W the hypotheses by modelling the structural equations. The process of model refining is

explained in depth in this chapter.
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The final chapter explains, concludes, and addresses the implications,
shortcomings and limitations of the study. The management implications of the thesis
are then highlighted in this chapter. Furthermore, recommendations are also

discussed for potential and future research.

1.12  Summary
This chapter included a compelling explanation an shlinglfor carrying out
the research. This chapter briefly discussed the introdu ba gw the study
@

re derived 'th&%earch

ated 1{t in’ Chaptér Two to
e

chap,%bontinues with
tior@ﬂerms to be used




