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CONSULTATION PERFORMANCE OF ACADEMICIANS IN PUBLIC 

RESEARCH UNIVERSITIES IN MALAYSIA 
 

By 
 

JAMALI BIN JANIB 
 

August 2019 
 
 

Chair  : Zoharah binti Omar, PhD  
Faculty  : Educational Studies 
 
 
The purpose of this study is to investigate the performance of Malaysian 
academicians in research and consultation activities and to determine the 
antecedent factors  influencing their performance. The antecedents examined in 
this study are personal attributes of the researchers which comprised of career 
commitment and collaboration and social networking, a supportive environment 
for research and faculty workload which comprises of workload management 
and teaching and research workload. This study also investigates the extent to 
which research and consultation performance influence the wellbeing of the 
academic staff measured by their job satisfaction in research and consultation 
performance. The research population consists of 9,333 faculty members from 
five research universities (RUs) namely UM, UPM, UKM, USM and UTM. The 
sampling consists of various disciplines and faculties as a major researcher or 
joint researcher during a research project period. A total of 100 faculty members 
involved in research projects from each of the aforementioned universities were 
selected using stratified random sampling techniques with three strata (faculty, 
department and academic position). They represent probable academic 
populations as in the framework of sampling obtained from the five RUs. 
Academic position refers to the rank of professor, associate professor, senior 
lecturer and lecturer. A total of 191 academic staffs from various faculties from 
the aforementioned research university responded to the questionnaires. The 
Ordinal Logistics Regression Analysis (OLS) has been used to predict or study 
the influence of the  five antecedents or independent variables (IVs) on Research 
Performance (DV1) and Consultation Performance (DV2). Two independent 
variables have significant impact on the dependent variable (DV1), namely 
career commitment and supportive research environment. However, there is no 
independent variable that contributes significantly to the Consultation 
Performance (DV2). The Chi-Square independent test results revealed that there 
was a moderately strong relationship between the research performance and the 
academician’s well-being (Job Satisfaction) level. However, there is no 
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significant relationship between the consultation performance and the 
academician’s well-being (Job Satisfaction) level. Based on the results of the 
study, it can be concluded that academic research performance among 
academicians in research universities is influenced by their commitment towards 
their career and the supportive research environment. None of the independent 
variables contributes to the consultation performance as there may be other 
factors that could contribute to academic research and consultation performance 
instead. It was also found that a higher research performance among 
academicians in a research university will lead to a higher satisfaction towards 
their career. As a result, the academicians’ job satisfaction level will be enhanced 
with a higher research performance. However, it must be noted that the 
consultation performance does not increase the academicians’ job satisfaction 
level. Furthermore, the findings from the research have a direct implication on 
the research achievements among academic staff in higher education institutes. 
Therefore, based on the findings of the study, several implications can be 
synthesised and implemented in a planned and organised manner.  Overall, this 
study may contribute to the existing education fields and relevant theories such 
as Goal-setting Theory of Motivation, Expectancy Theory and Social Career 
Cognitive Theory as well as propose a number of human resource development 
strategies that can be addressed to relevant ministries and universities. This is 
to enhance the employees’ commitment in research and development activities, 
commercialisation and innovation (RDCI) and to manage their respective 
performance. 
 
Keywords: Research performance, productivity, research university, academic’s 
job satisfaction, Malaysia 
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ANTESEDEN DAN KESAN TERHADAP PRESTASI PENYELIDIKAN 
AKADEMIK DAN PERUNDINGAN AHLI AKADEMIK DI UNIVERSITI 

PENYELIDIKAN AWAM DI MALAYSIA 
 

Oleh 
 

JAMALI BIN JANIB 
 

Ogos 2019 
 
 

Pengerusi : Zoharah binti Omar, PhD 
Fakulti  : Pengajian Pendidikan 
 
 
Tujuan kajian ini dijalankan adalah untuk mengkaji prestasi ahli akademik 
Malaysia dalam aktiviti penyelidikan dan perundingan dan untuk menentukan 
faktor-faktor anteseden yang mempengaruhi prestasi mereka. Tujuan kajian ini 
adalah untuk menyiasat prestasi ahli akademik Malaysia dalam aktiviti 
penyelidikan dan perundingan. Anteseden yang dikaji dalam kajian ini adalah 
sifat peribadi penyelidik yang terdiri daripada komitmen kerjaya dan kerjasama 
dan rangkaian sosial, persekitaran yang menyokong penyelidikan dan beban 
kerja fakulti yang terdiri daripada pengurusan beban kerja dan beban kerja 
pengajaran dan penyelidikan. Kajian ini juga mengkaji sejauh mana prestasi 
penyelidikan dan perundingan mempengaruhi kesejahteraan staf akademik 
yang diukur melalui kepuasan kerja staf akademik  dalam aktiviti penyelidikan 
dan perundingan yang dijalankan. Populasi kajian ini terdiri daripada seramai 
9,333 orang ahli fakulti dari lima buah Universiti Penyelidikan (UP) iaitu UM, 
UPM, UKM, USM dan UTM. Sampel terdiri daripada penyelidik utama atau 
penyelidik bersama daripada pelbagai disiplin dan fakulti sepanjang tempoh 
projek penyelidikan dijalankan. Seramai 100 orang ahli fakulti yang terlibat 
dalam projek penyelidikan di setiap universiti telah dipilih menggunakan teknik 
pensampelan rawak berstrata dengan tiga strata (fakulti, jabatan dan jawatan 
akademik). Mereka mewakili populasi akademik yang mungkin seperti dalam 
rangka persampelan yang diperoleh daripada lima Universiti Penyelidikan. 
Jawatan akademik tersebut merujuk kepada pangkat profesor, profesor madya, 
pensyarah kanan dan pensyarah. Sejumlah 191 orang ahli akademik daripada 
pelbagai fakulti daripada universiti penyelidikan yang dikaji menjawab borang 
soal selidik yang diedarkan. Analisis Regresi Logistik Ordinal (OLS) telah 
digunakan untuk meramalkan atau mengkaji pengaruh lima anteseden atau 
pemboleh ubah bebas (IVs) terhadap Prestasi Penyelidikan (DV1) dan Prestasi 
Perundingan (DV2). Dua pemboleh ubah bebas didapati memberi kesan yang 
signifikan terhadap pemboleh ubah bersandar (DV1) iaitu komitmen kerjaya dan 
sokongan persekitaran penyelidikan. Walau bagaimanapun, tiada pemboleh 
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ubah bebas yang menyumbang secara signifikan terhadap prestasi perundingan 
(DV2). Keputusan ujian bebas chi-square mendapati bahawa terdapat hubungan 
yang agak kuat antara prestasi penyelidikan dengan kesejahteraan ahli 
akademik (kepuasan kerja). Walau bagaimanapun, tidak terdapat hubungan 
yang signifikan antara prestasi perundingan dengan kesejahteraan ahli 
akademik (kepuasan kerja). Daripada kajian tersebut, dapat disimpulkan 
bahawa prestasi penyelidikan akademik dalam kalangan ahli akademik di 
universiti penyelidikan dipengaruhi oleh komitmen mereka terhadap kerja dan 
sokongan persekitaran penyelidikan. Tiada pemboleh ubah bebas yang 
menyumbang kepada prestasi perundingan mungkin disebabkan oleh faktor lain 
yang boleh menyumbang kepada prestasi penyelidikan dan perundingan 
akademik. Didapati juga bahawa prestasi penyelidikan yang lebih tinggi dalam 
kalangan ahli akademik di universiti penyelidikan akan memberikan kepuasan 
yang lebih tinggi terhadap kerjaya mereka. Hasilnya, tahap kepuasan kerja ahli 
akademik akan dipertingkatkan dengan prestasi penyelidikan yang lebih tinggi. 
Walau bagaimanapun, prestasi perundingan tidak meningkatkan tahap 
kepuasan kerja ahli akademik. Tambahan pula, dapatan daripada penyelidikan 
mempunyai implikasi langsung terhadap pencapaian penyelidikan dalam 
kalangan ahli akademik di institut pengajian tinggi. Oleh itu, berdasarkan 
dapatan kajian, beberapa implikasi boleh disintesis dan dilaksanakan secara 
terancang dan tersusun. Secara keseluruhannya, kajian ini boleh menyumbang 
kepada bidang ilmiah dan teori yang berkaitan seperti Teori Keperluan Matlamat, 
Teori Penetapan Matlamat, Teori Harapan dan Teori Kognitik Kerjaya Sosial 
serta mencadangkan beberapa strategi pembangunan sumber manusia yang 
boleh dimajukan kepada pihak kementerian dan universiti yang berkaitan. Hal 
ini supaya komitmen pekerja ditingkatkan dalam aktiviti penyelidikan dan 
pembangunan, pengkomersialan dan inovasi (RDCI) dan cara menguruskan 
prestasi masingmasing.  
 
 
Kata kunci: Prestasi penyelidikan, produktiviti, universiti penyelidikan, kepuasan 
kerjaya penyelidikan, Malaysia  
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CHAPTER 1 
 

INTRODUCTION 
 
 
This chapter discusses the background of the study, the achievement of 
Malaysian research universities (MRUs), the problem of statement, objective of 
the study, definition of terms, and the significance and the limitation of the study. 
 
 

1.1 Background of the Study 
 
 
Individual performance is highly important for an organisation as a whole and for 
the individual working in it. Performance comprises both behavioural and 
outcome aspects.  An organisation needs highly performing individuals in order 
to meet its goals, deliver the products and services it specialises in, and finally 
to achieve competitive advantage (Sonnentag & Frese, 2002). 
 
 
The performance of a university always relies on the performance of the 
academic staff. These human resources, as educated people, are responsible to 
bring the higher education institution towards its best achievement, as required 
by the university and government (Sarunya Lertputtarak, 2008). 
 
 
Performance can be achieved through teaching, conducting researches, 
consultations, and professional services offered by the academicians.  Zainab 
(1999) stated that a research is an important academic activity and is expected 
from every faculty member. Conducting a research, which is one of the major 
roles of an academic, is part of the researcher’s contribution to the society and 
the development of knowledge in a field of study.  By conducting researches, 
faculty members will be able to enhance their knowledge, increase the 
effectiveness of their teaching, and improve their ability to think and 
communicate better (Sarunya Lertputtarak, 2008). 
 
 
Rentocchini, F., D’Este, P., Manjarrés-Henríquez, L. & Grimaldi, R. (2014) stated 
that the engagement of scientists in knowledge and technology transfer activities 
became an interesting topic to be discussed among scholars and policy makers. 
Perkmann & Walsh (2008) defined academic consulting as the provision of a 
service by academics to external organisations on commercial terms involving 
advisement, resolving problems as well as generating or testing new ideas.  
Generally, consulting is usually provided individually by academics (Perkmann & 
Walsh, 2008). 
 
 
This study focuses on the research and consultation performances of academic 
staff in public higher education institutions in Malaysia, and how the management 
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plays its role in the context of human resource development.  Theoretically, there 
are also several other factors that may contribute to job performance such as 
motivation and experience. Motivational constructs related to performance can 
be partly subsumed under the individual differences perspective (e.g., need for 
achievement), situational perspective (e.g., extrinsic rewards), and performance 
regulation perspective (e.g., goal setting theory) (Sonnentag & Frese, 2002). In 
addition, research finding by Quinones et al., (1995) reveals that professional 
experience shows a positive, although small relationship with job performance. 
 
 

1.1.1 Malaysia’s Higher Education in Transformation 
 
 
The Ministry of Higher Education Malaysia (MOHE) has since 2006 set up eight 
criteria to be fulfilled before a university can be accepted as a Research 
University or RU (Ramli et al., 2013). Three of the criteria are mostly related to 
an academician of MRUs. Firstly, the qualification of the individual researcher 
and the number of grants and awards received; secondly, the quantity and 
quality of the research carried out by the university faculty members; and thirdly, 
efforts done by the individual academic staff to get involved in the networking 
and linkage with foreign universities or institutions and their counterparts. All 
those criteria to be fulfilled and the university performances will be closely 
monitored by the Ministry itself.  
 
 
In addition, the transformation of higher education in Malaysia shows the 
increasing number of academic staff and the capacity of human resource is 
ready to serve respective universities very well. Academic profile in 2014 as 
reported by the ministry has stated that there were more than 33,000 academic 
staff across 20 public universities in Malaysia (MOE, 2014). The statistics 
showed that less than 9% were non-Malaysian and 51% were female academics. 
Among them were doctoral degree holders (37%) and those who had a master’s 
degree were 52% of the academics. In total, there were 33,000 academics and 
2,262 of them were professors (7%), 5,268 were associate professors (16%), 
21,384 were lecturers (including senior lecturers) (65%), and the remaining 12% 
were language tutors, assistant lecturers and tutors. In comparison with the 
private higher education sector, there were 25,000 academic staff of whom close 
to 3,300 had a doctoral degree, 10,000 had a master’s degree, and 8,650 were 
bachelor’s degree holders (MOE, 2014a). 
 
 
Currently, under the Eleventh Malaysia Plan 2016-2020, the government of 
Malaysia is pushing the agenda of producing human capital that is equipped with 
the right knowledge, skills, and attitudes to succeed in globalised economy and 
become a world-class talent to achieve its goal of developing into an advanced 
nation by 2020.  Thus, thousands of academic staff across the country are the 
right people to commit to the significant contribution to the research outputs 
produced. 
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In order to promote research and innovation initiatives, the government has 
provided financial support for research universities (RUs) every year. For 
example, an amount of RM600 million of the Budget 2013 had been allocated to 
five Malaysian research universities (MRUs) for the said purposes. The funds 
were administered by the Ministry of Higher Education (MOHE) as highlighted in 
the 2013 Budget Speech. Likewise, the US government had allocated around 
USD40 billion for its research universities in 2011 for research development 
projects (Weigley & Hess, 2013). In essence, government funding has become 
the most important source of funds for the RUs to enhance their innovations and 
research development progress (Faridah Hanum Amran et al., 2014). However, 
as depicted in Figure 1, the budget for RUs had been cut for three years 
consecutively between 2013 and 2016 before it was increased to RM300 million 
by the government.  

 

 

 
 
Figure 1.1 : Budget for Malaysia Research University (2007 – 2017) 
(Source: Planning Division of Excellence, MOHE (2018)) 

 

Interestingly, the number of publications contributed by MRUs that has been 
increasing steadily since the early establishment also tends to decrease due to 
budget cuts by the government. Hence, it is apparent that the amount of 
publications correlate with the amount of funding availability. Nevertheless, 
despite budget cuts, academic staff in MRUs are aware about their roles and 
functions in how the research and development (R&D) agenda should be 
focused on. 
 
 
Given the significance of the necessary human capital development and many 
initiatives from the government to continually innovate in R&D, factors influencing 
the R&D performance across the universities must be considered. The following 
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section describes several issues pertaining to the productivity and research and 
consultation performances of academic staff. 

 

 

1.1.2 Academic Research and Consultation Performances 
 
 
The National Higher Education Plan 2007- 2010, which operationalised the 
Strategic Plan, promised a greater autonomy for the universities in Malaysia. The 
ministry itself outlined three reasons for universities to succeed in R&D. Firstly, 
to produce the intellectual property and innovation required to move the country 
higher in the global value chain, and create new jobs and opportunities. 
Secondly, R&D is to create new knowledge and valuable new findings to enable 
Malaysia to become a leading education hub. Thirdly, R&D is to develop the 
necessary human capital to continually innovate across all sectors of the 
economy (MOHE, 2007). 
 
 
According to Cadez, S. et al., 2017, most academics’ workload involves two main 
activities – teaching and researching. However, their career advancement, for 
example, usually depends on research performance, although at the same time, 
they are performing the dual nature of the work.  When defining research 
performance in academia, Harvey (2010) typically refers to scientific 
advancements and predominantly published academic journals. A widely 
accepted convention holds that the best research achievements are published 
in the most prestigious scientific journals and have a high impact, while lower 
quality achievements are published in less prestigious journals and have a low 
impact (Harvey et al., 2010).  It needs to be noted that, with respect to research, 
the same performance measures (e.g. publications, citation and grants) can be 
meaningfully applied to the organisational and individual levels (Cadez, S. et al., 
2017). However, teaching performance is not the focus of this study. 
 
 
According to Moracsik (1985), the assessment of research may take the form of 
an input-output process. The inputs constitute manpower (qualified lecturer and 
professor, the percentage of time spent on research, and the number of research 
students and support staff); the institutional resources (supportive 
administration, libraries, electronic support facilities); and financial resources. 
The   outputs of research can be divided into two. The intangible outcome is 
more complex and comprises new scientific knowledge and awareness of new 
methodologies in the form of theories and empirical findings. The tangible 
outputs, on the other hand, are research findings such as publication (for 
example, research reports or publication in refereed journals which have attained 
national or international recognition) or communicated outputs (presentation at 
conferences); and finished products (patented inventions or trained and qualified 
researchers). Furthermore, the outcome of research comes in varying forms 
such as the recognition conferred on the researcher on the basis of his 
contribution to his field of study. This recognition could be citations, positive 
ratings and rankings by peers, and award of honours and prizes. Zainab (1999) 
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however stated that published research findings are the most common tool used 
to assess the output of research. 
 
 
Meanwhile, Perkmann and Walsh (2008) had identified three types of academic 
consulting namely opportunity-driven, commercialisation-driven and research-
driven. The typology allows researchers to evaluate the varying impacts of 
different consulting activities on universities and firms.  They determined that 
consulting has a limited impact on the direction of the academic research 
towards more ‘applied’ themes, but consulting is positively associated with 
academics’ research productivity for research-driven consulting and, to a lesser 
extent, commercialisation-driven consulting, while involvement in opportunity-
driven consulting has a negative impact (Perkmann & Walsh (2008)). 
 
 

1.2 Antecedents of Academic Research and Consultation 
Performances 

 
 
Past research has shown several factors contributing to research performance 
among academics. In order to get a productive research organisation, several 
components must be present and accessible. These include the optimisation of 
the individual researcher, a good working environment, and leadership 
characteristics that prior literature has found to be associated with high academic 
productivity (Bland, et al., 2005). Wood, F.(1990), in her study, listed several 
factors that affect the research performance among academics. The factors are 
personal characteristics, area of research, funds/equipment/support staff, 
college and working environment, the number of PhD students, administrative 
demands, tenure, and other aspects such as the cost of travel or promotion 
(Wood, F., 1990). Another study found that the research performance is also 
influenced by motivation and hygiene factors (Aydin, O.T, 2012). 
 
 
Edgar and Geare (2013), in their study on research productivity, examined 
features of managerial practice and culture within university departments in New 
Zealand and found factors that were associated with superior research 
performance. The findings showed that autonomy and egalitarianism along with 
a strong cultural ethos supporting achievement and individualism are 
characteristics of high functioning departments.  
 
 
In terms of establishing the social network as part of the individual academic 
performance in research, many studies discussed the purpose and benefits to 
the staff. According to Colyvas et al., 2002, and Hsu and Bernstein (1997), an 
early network with the industry gives a greater chance for the invention to be 
capitalised on. The industry could advise and monitor the project according to 
the market needs. Therefore, personal contacts are needed as an effective way 
to attract companies to the universities’ technologies (Colyvas et al., 2002; 
Thursby & Thursby, 2004). On the other hand, informal and formal networks with 
individuals and organisations are important for spin-off formation (Birley, 1985). 
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These networks link new firms to resource providers such as venture capitalists, 
business angels, bank and advisers, as well as potential customers. Shane and 
Cable (2002) pointed out that informal networks are important means of 
accessing finance, thereby giving more chance to the formation of university 
spin-offs (in (Kamariah, 2008)). 
 
 

1.3 Academics’ Well-being in Higher Education Institutions 
 
 
The World Economic Forum (2012) stated that good wellbeing enables 
individuals to perform better at work and in personal family life and the 
community. Wellbeing may increase the productivity of the company they work 
for. In addition, individuals with a high level of well-being produce more resilient 
families and happy children, whereas citizens with a high well-being level will 
strengthen their communities (World Economic Forum, 2012). 
 
 
In general, the wellbeing of academic staff can be related to their productivity 
and their engagement level in the university, apart from changes in their working 
environment. The well-being of those in the teaching profession is deeply 
connected to the quality of their works (CESE, 2014). It becomes a critical 
element to the overall performance. At the same time, job satisfaction of the 
academic staff is also interrelated with each other.  
 
 
Arokiasamy et al., 2011 stated that job satisfaction in public universities relies on 
academic staff’s performance. This is because the academic staff’s performance 
has an essential role in facilitating the forward movement of the universities. 
Academic staff is also known as knowledge workers (Arokiasamy, et al., 2011) 
who have to work harder in order to satisfy the progressively escalating 
universities’ expectations (Eyupoglu & Saner, 2009; Bilge, 2006). Hence, 
motivated and satisfied academic staff would be more effective in promoting the 
future movement of the university. 
 
 
A recent study conducted by Da Wan et al. (2015) stated there are three major 
sources of satisfaction perceived by academicians: (1) students and the function 
of teaching; (2) research, publication and contribution of knowledge; and (3) the 
flexible nature of academic work. Research-related activities are the second 
most frequently mentioned source of satisfaction with the highest frequency from 
academics in the two selected MRUs and one of the Comprehensive Universities 
(CUs) as compared to the other three universities involved in the study. The 
study reveals that academics shared their satisfaction from contributing to 
knowledge and the society through their work in research, obtaining research 
grants, and having their articles accepted for publication in top-tier journals (Da 
Wan et al., 2015). 
 
 



© C
OPYRIG

HT U
PM

 

7 
 

Therefore, job satisfaction and the well-being of academic staff cannot be 
underestimated by universities. Academics play a vital role in higher education 
institutions to produce high quality researches and excellent teaching.  Hence, 
the factors which may influence their level of research and consulting 
performance are critical to higher education institutions, and as the 
consequence, these performances will influence the academics’ well-being. 
 
 

1.4 Statement of the Problem   
 
 
Academic research and consultation performances are of paramount importance 
to RUs. They are considered as part of the contribution to the society and the 
development of knowledge in a field of study, besides the establishment of 
engagements with industries. Prior research have identified several factors 
influencing the performance of academic staff from universities worldwide. A 
research conducted by Wood (1990) on the performance of academic staff from 
one Australian university reveals that research activity is highly varied and 
influenced by a number of factors including personal characteristics; differences 
in research styles, methods and strategies both within and between disciplines; 
and dependence on funding. Meanwhile, Edgar and Geare (2013) revealed that 
managerial practice and culture within university departments are factors 
associated with superior research performance among stakeholders from New 
Zealand-based universities. Judge et al. (2001) suggested that prior research on 
the job satisfaction–job performance relation can be organised around seven 
models. One of his models under study showed that job satisfaction is driven by 
job performance. However, not many similar studies conducted in Malaysia 
examined these influencing factors on research and consultation performances 
as well as the well-being or job satisfaction of the academic staff who are the key 
persons to contribute to the nation.  
 
 
Many studies on higher education institutions in Malaysia have been conducted 
to examine the nature, cause and factors of academics’ research performance 
which is related to job satisfaction. For example, Noordin & Jusoff (2009) carried 
out a small-scale survey and found a moderate level of job satisfaction among 
academics in a local public university. Aslan et al. (2014) also studied job 
satisfaction among academic staff in public universities, but it was not related to 
research and collaborative works. 
 
 
Meanwhile, available researches on Malaysian public RUs so far are focused on 
job satisfaction (Sadeghi et al., 2012), factors associated with scholarly 
publication productivity among academic staff (Dhillon, Ibrahim, & Selamat, 
2015), performance measurement system in Malaysian public RUs (Janudin & 
Maelah, 2016), faculty workload, and employment benefits in public universities 
(Basarudin et al., 2016).   
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Nowadays, there are five RUs in Malaysia that are working hard to maintain their 
RU status. Thus, this will create more stress not only to the university 
management but also the academic staff (Arma & Noor, 2016). Recently, several 
research studies have been devoted to academic staff’s job satisfaction in 
Malaysia (Wong & Heng, 2009; Ismail & Abdul, 2011; Zaidatol et al, 2011; Al 
Mansor Abu Said et al, 2015). Looking specifically at MRUs, it seems that there 
is no research article that focuses on academics’ job satisfaction as the 
consequences of their research and consultation performances and 
relationships between them. It is meaningful if there is a study on the 
achievement among academicians that fulfilled the requirements of the RU 
criteria as mentioned above and how the performance level of staff will determine 
self-development and the overall success of the RUs.     
 
 
Therefore in such situations, the qualification of an individual researcher, the 
researcher’s competency in researching and consulting, and job satisfaction are 
crucial in the context of MRU after its establishment since the last ten years. 
From theoretical perspective perhaps motivational factors and theory of 
performance can be further explored for academics who are engaged in research 
and development, commercialisation and innovation (RDCI) for better 
achievement and satisfaction results. 
 
 
The focus of the study would be the individual academician’s research and 
consultation performances, and several factors of the antecedent variables 
(personal attributes, supportive research environment, and faculty workload and 
the consequences of their achievement in research and consultation activities). 
 
 
This study attempts to fill up the knowledge gap in the specific context of 
objective and subjective research and consultation performances and how this 
performances affect job satisfaction of academic staff in MRUs. 
 
 
1.5 Objectives of the study 
 
 
The general objective is to investigate academic researches and consultation 
performances among academic staff in MRUs, and factors contributing to the 
research and consultation performances and the consequences to the academic 
staff’s job satisfaction. The specific objectives of the study are as follows: 
 
(i) To determine the level of research and consultation performances and 

the position of academic staffs. 
(ii) To determine the level of well-being (job satisfaction) among academic 

staff. 
(iii) To determine the relationship between personal attributes (career 

commitment, collaboration and social networking) and research and 
consultation performances. 

(iv) To determine the relationship between supportive research environment 
and research and consultation performances. 
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(v) To determine the relationship between workload (workload 
management, workload teaching and learning) and research and 
consultation performances. 

(vi) To determine the most dominant antecedent of research and 
consultation performances. 

(vii) To determine the relationship between research and consultation 
performances and staff’s well-being (job satisfaction). 

  
 
1.6 Significance of the study 
 
 
The study will provide an added value for theoretical human resource 
development (HRD), practices and policy development. For theoretical HRD, this 
study will explore more on the integration of training and development (TD), 
organisation development (OD), and career development (CD) to improve 
individual, group, and organisational effectiveness (McLagan, 1989). Integration 
means the combined use of all development practices in order to accomplish 
higher levels of individual, motivation level, and organisational effectiveness. In 
terms of career development, the social cognitive career theory (SCCT) can also 
be explored to determine how basic academic and career interests develop, how 
educational and career choices are made, and how academic and career 
success is obtained. SCCT incorporates a variety of concepts (e.g., interests, 
ability, values, and environmental factors). 
 
 
For HRD practitioners, the benefits stem from having a broad scrutiny of 
practices related to the future rather than the past, especially in the challenges 
faced by higher education institutions.  In a time of change and confusion, human 
resource personnel needs a relevant framework to guide them in managing 
academic staff and potential development according to the core business of the 
university, i.e. teaching, research and innovation activities, and professional 
services. In this case, how the academic staff conducts consultation activities 
effectively and meets the target of the interested party involved. 
 
 
For policy development, the findings of this study may enlighten the significance 
of individual contribution to research performance, organisational strategy to 
achieve the key performance indicators (KPIs) within the right procedures and 
work ethics, preparing successful workforce and human capital reinforcement in 
RDCI activities.  
 
 
The primary aim of the researcher in this study is to relook the conceptual model 
of research performance based on research productivities and aggregation of 
performance. So far most studies on research performances much on research 
related activities, tangible outcome and influencing factors towards individual 
performances. In this study the researcher has tried to shift the focus on research 
performance and split it up to the consultation performance as well and this has 
lead to the development of the model which is based on the contemporary issues 
facing by the local universities. This study will contribute to the body of 
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knowledge in term of theoretical model development which comprises of both 
research and consultation performances and the research approach under taken 
when involving all five RUs in Malaysia to participate in the study.  
 

 
1.7 Scope of the study 
 

 

The study is confined to understanding human achievement and job 
performance factors in higher education institutions. Variables to be studied 
include personal attributes, working environment, and workload as the 
antecedent factors towards academics’ job performances. The focus of the study 
is the academic staff’s performance in research-related activities including 
consultation works that are conducted during their services in the university. 
Later on, further studies were done to determine academic staff’s job satisfaction 
from the perspective of research related works being done and output derived to 
indicate the level of well-being. The contribution of this study is from the human 
resource development perspective in order to identify the capable academic staff 
and at the same time how the job performance affects the well-being of the 
individual academic staff.  Therefore, the findings of this study may not be 
generalised with other organisational setting of the RUs in Malaysia. 
 
 
This study will cover academics who are involved in research and consultation 
activities as sampling for the study. The academics selected for the research 
sample are limited to those working in public universities at the time of data 
collection, no matter what condition of appointment or tenure they hold (either 
temporary, permanent, or contract), and active academic staff (excluding those 
who are on study or sabbatical leave).  
 
 
This study is limited to MRUs because their academics are more homogenous 
in terms of salary scale and terms of services than private sector university staff.   

 

 

1.8 Limitation of Study 
 
 
Data generated from this study were mainly based on a self-administered survey 
as its research design.  The academics will be asked to answer certain questions 
regarding their own research and consultation performances. The data required 
are from the last two years to indicate their research and consultation 
performances.  
 
 
There are of course difficulties in getting data from a self-administered survey. 
These include whether or not respondents are willing to answer, and whether 
their answers will be biased or not. This is a limitation because it is beyond the 
researcher’s control. 
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Therefore, the researcher tried to answer the research questions by looking at 
the relationship between research and consultation performance variables and 
other variables that have the potential to influence productivity mainly among 
professors, associate professors, senior lecturers and lecturers. A further limiting 
point that affects this study is that certain academics are expected to be reluctant 
to answer truthfully on their own performance, particularly questions concerning 
grades or positions in the university.  
 

 

1.9 Assumptions of the study 
 
 
There are several basic assumptions embedded in this study. The first 
assumption is that the responses have been returned from a representative 
sample. Responding participants can form a biased group if they are the only 
ones who are motivated by the research and will tend to give positive (or 
negative) responses, compared to those who do not respond.  
 
 
Secondly, the academics being selected to participate in this study will receive 
the survey questionnaires and are then assumed to respond honestly and 
professionally. Although they might receive online surveys (via Google forms) 
through e-mail, they may choose any form of survey that comes first and fill in 
the questionnaire once using either hard copy or the online version.   Thirdly, the 
target respondents will therefore be assumed to be very confident that their 
returned questionnaires will be treated as confidential data, even though they 
may be suspicious that the researcher could guess the identity of the respondent. 
 
 
Finally, it is assumed that the academics who were selected to participate in this 
study are competent and professional.  

 

 

1.10 Operational Definition of Terms 
 
 
The following sets of operational definitions are used throughout the study. A 
definition that gives meaning to a concept by specifying the activities or 
operations necessary in order to measure it.  
 
a) Academic staff/lecturer/faculty  – is full-time tenured and tenure-track 

university lecturers who are mainly responsible for teaching, researching 
and undertaking academic services (advising students and performing 
professional duties) as well as researchers who work in specific research 
centres. They can be professors, associate professors, senior lecturers 
and lecturers. These groups did not include university council members 
who are not full-time lecturers, adjunct professors, visiting professors, 
temporary faculty members and teaching assistants.  
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b) Research outputs – any scholarly research produced by academic staff 
that contribute to the knowledge base of a discipline. The measurement 
includes the number of research publication (in refereed or non-refereed 
journals), research reports for an agency or institution, monographs, 
academic books or book chapters, submitting an article to newspapers 
or magazines, producing a creative work or an innovative item, being on 
book or journal editorial boards, and finished products (e.g. IPs, licence 
or patents).  
 

c) Research performances - the ability of an academician to produce 
tangible research outcomes (i.e., the number of publication produced 
such as journal articles, books, chapter in books and other publications; 
the number of intellectual properties such as patented products, 
copyright, and industrial design), producing policy papers, obtaining 
research funds from various sources, awards/stewardship conferred, 
and being promoted into current position. 

 
d) Consultation performances - the ability of an academician to produce 

intangible research outcomes (i.e., the minimum number of consultancy 
projects conducted or sharing expertise in a year, evaluator of working 
paper, panel for research grant, technical evaluator, policy judge, guest 
speaker, policy maker/standard, engagement and linkages established 
on the national or international levels. These do not included works by 
master’s/PhD thesis examiners and evaluators of master’s/PhD 
research proposals. 

 
e) Personal attributes –a cluster of related knowledge, skills, and attitudes 

or an academic’s individual capability to perform the tasks. In this study, 
personal attributes are comprised of: 

 
(i) Career commitment - love and passion for the job, and 

commitment to the current profession as an academician 
 
(ii) Collaboration and social networking - ability to collaborate with 

others, research partners, developing connections, and 
networking in research-related activities 

 
f) Supporting research environments - a supportive research 

environment provided by the university to spur innovation among 
academic staff in terms of research inputs, training and development, 
adequate support and facilities, sharing, recognition, communication and 
constructive feedback. 

 
g) Faculty workload - the extent of academic staff’s workload from 

teaching to other tasks and responsibilities such as administrative works 
and management, conducting researches, and consultation activities.  

 
h) Job satisfaction of academic staff – individual academic staff/lecturer 

who are satisfied or dissatisfied with the outcomes from doing research 
works and consultation. Also, overall satisfaction on performing tasks, 
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level of achievement in researches, career advancement, satisfaction on 
emoluments, opinions on the university’s policy and administration, level 
of recognition received, level of job supervision, working condition, and 
the flexibility of works.  

 
 

1.11 Summary of the Chapter 
 
 
Chapter one highlighted the background of the study in the context of MRUs’ 
achievement, transformation process guided by the ministry, and factors 
influencing the overall performances of academic research. Also highlighted are 
the problem of statement, objectives of the study, limitation and assumption of 
the study, and the operational definition of terms being used throughout this 
study. 
 
 
The next chapter presents the literature review on research performances, 
factors contributing to academic research performance such as personal 
attributes, environment, workload and academic well-being as well as job 
satisfactions. Also going to be discussed are the influencing factors on research 
performances, research hypotheses and the relationship of the variables of the 
study. 
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