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Abstract

The aim of this study is to identify the determinants of job performance among teaching 
staff in Kota Kinabalu Polytechnic. This study examined the relation of job satisfaction, 
demography factors (age and education), training and development, and compensation, 
with job performance. A total of 149 respondents were selected based on probability 
sampling. The potential respondents must have undergone at least 7 days of either internal 
or external training programme. Multiple regressions analysis was applied to verify the 
relationships of the study variables. The findings indicated that job satisfaction, age, 
training and development were important factors that affect job performance. Therefore, 
the study provides more understanding on the effect of job satisfaction on employee job 
performance, and proven the importance of training and development which can lead 
to a better job performance among employees.  
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1 Introduction

The National Union of the Teaching Profession (NUTP) has reported pleas for 
cooperation with Ministry of Higher Education (MOHE) to solve the arising issues 
involving 8,499 teaching staff of polytechnics and community colleges when the new 
academic system was launched for both institutions (Utusan, 2010). For example, the 
newly on-leave system from semester to yearly basis is one of the difficulties where the 
majority of the polytechnic teaching staff disagrees. This dilemma is seen as the factor 
which could affect job performance among the teaching staff in polytechnic. This issue 
is seen as merit to be examined as suggested that performance of teacher is complex 
and remains difficult to predict and evaluate (Abd Shukor, Noran & Rosna, 2002). 

 Similarly, in the higher learning institutions in Malaysia, polytechnic’s teaching 
staff is bound with multifaceted and complicated works in an increasingly demanding 
environment. It is important to understand that universities are the only organizations 
that focused on dual-core functions of knowledge creation and knowledge transmission 
through the processes of research and teaching (Romainville, 1996). Romainville added 
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that the work life of university academic staff is predominantly shaped by commitment 
and performance in these functions. The common problem among the teaching staff 
in polytechnics is their dissatisfaction on the new service scheme, which involves 
new procedures in pay, promotion and on-leave benefits. Therefore, it is deemed 
necessary and timely to investigate and identify the governing factors contributing 
to the employee performance among teaching staff in polytechnics after the new 
transformation phase in 2008. The difficulties arise out of the absence of identified 
factor that influencing job performance in Kota Kinabalu Polytechnic (KKP), Sabah. 
Hence the research objectives of the study were to ascertain the relationships among 
job satisfaction, demographic profile, training and development, and compensation 
with job performance.  

2  LITERATURE REVIEW

Job Performance

Job performance has been researched for decade and considered the most important 
element in organizational efficiency. Two forms of employee behaviour that are 
essential for organizational effectiveness are task performance and contextual 
performance (Borman & Motowidlo, 1993). The earlier refers to behaviour that exactly 
involved in generating goods and services or actions that provide indirect support for 
the organization’s fundamental technical processes. Contextual performance is more 
likely not point in the right direction of main task function. Campbell, McCloy, Oppler 
and Sager (1993) stated, “Performance is what the organization hires one to do, and do 
well”, and only actions which can be scaled and measured are considered to constitute 
performance. Ivancevich, Konopaske and Matteson (2008) further explained that 
apart from motivation, ability, instinct, and aspiration level; personal factors like age, 
education and family background also play vital role. These theories relates back to past 
definition brought by Blumberg and Pringle (1982) that illustrated the determinants of 
job performance as a function of the capacity to perform, the opportunity to perform 
and the willingness to perform. Performance has been associated as a part of control 
activities in an organization. 

 In terms of organizational definition, Goodman, Fandt, Michlitsch and Lewis 
(2007) defined organizational control as the systematic process which managers 
regulate organizational activities to be consistent with the expectations and to achieved 
all predetermined standards of performance of the organizations. This includes the 
working hours whereby Harman (2002) reported that respondents claimed that they 
were on average working hours considerably in excess of full time in the universities. 
In addition, Henkel (2000) emphasized that despite the changing conditions, academics 
in the UK have to date largely responded adaptively and succeeded in retaining 
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valued components of their academic identity in both teaching and research. Despite 
of increasing workloads, the staff remain committed to their chosen vacation and the 
success of the university they work at.

 In relation to job performance, Brannick, Burca, Fynes, Roche and Ennis 
(2002) has listed sixteen (16) measurement items on service performance, such as 
staff rewards for improved service delivery, employee retention, flexibility in dealing 
with customer requests, customer complaints resolution level, customer support and 
service level, service reliability, service availability (hours), employee knowledge of 
customer needs, service quality standards, unit cost of service provision, customer 
retention rates, employee courtesy/politeness, level of customer trust in our service, 
level of customer attention, employee expertise and speed of new service introductions. 
Their study investigated the link between listening and training practices, and service 
performance that concluded extensive training activities would enhance the relationship 
between listening practices and service performance. Campbell et al. (1993) agreed 
that when conceptualizing performance, one has to differentiate between action aspect 
and an outcome aspect of performance. All the other performance factors such as 
knowledge of work, initiative, cooperation, problem solving, planning and organizing, 
communication, attention to safety, and attendance or punctuality, can be self-rated 
as well as rated by superior officers. 

 Shaffril and Uli (2010) emphasized four aspects in measuring respondent’s job 
performance. The four aspects are work quantity, work quality, punctuality and work 
systems. The respondents were asked to indicate their level of work performance 
based on 10-likert scales. Meanwhile, Sarmiento and Beale (2007) adapted a version 
of questionnaire by Benedict (1977) in assessing the job performance through the 
evaluation by immediate supervisor on 8-point scale. The eight items included are 
‘quality of work’, ’quantity of work’, ‘dependability’, ‘knowledge of work’, ‘judgment 
and common sense’, ‘ability to learn’, ‘initiative’ and ‘industry and application’. Hence, 
in this study, job performance is conceptualized as both ‘quality’ and ‘quantity’ of job 
performance because they are measurable, and can be self-rated by respondents. The 
definition is also in line with the focus on individual job performance as proposed by 
Waldman and Spangler (1989).

Job Satisfaction

The relationship study between job satisfaction and job performance has been 
constantly reviewed since the development of the Hawthorne studies. Opkara (2002) 
refers job satisfaction as an individual’s positive emotional reactions to a particular task. 
It is an affective reaction to a job that results from the person’s comparison of actual 
outcomes with those that are desired, anticipated, or deserved. These aspects had linked 
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job satisfaction to organizational commitment, turnover intentions, and absenteeism. 
These variables are costly to an organization, as they could lead to low morale, poor 
performance, and lower productivity, with higher costs of hiring, retention, and training. 
Houston, Meyer and Paewai (2006) on the other hand suggested list of factors on job 
satisfaction as method of working, recognition, responsibility, salary, advancement, 
job variety and job entirely for the staff.  While, Sarmiento and Beale (2007) referred 
job satisfaction based on salary, work conditions, supervisor’s recognition, co-workers 
among others in their study on performance among shop-floor employees. 

 Mc Shane and Von Glinow (2005) established that there is a moderate 
relationship between job satisfaction and job performance. Md-Sidin, Sambasivan and 
Muniandy (2010) studied the link between the business school lecturers’ psychological 
ownership and job performance. They reported that academicians who have better 
control over their work tend to possess higher degrees of psychological ownership. 
This in turn, is able to directly impact their performance, with the deans and the heads 
of the departments able to provide their faculty members with enough autonomy 
and participate in decision making. Bellamy, Morley and Watty (2003) reported that 
academicians were attracted to university careers because of academic valuing of 
intrinsic motivators such as flexibility and autonomy, rather than salary. They are more 
likely to be appreciated by students and received recognition from colleagues within 
the discipline. Bellamy et al. (2003) also suggested that managing the workloads of 
academic staff whilst respecting the academic culture is an exercise in balancing the 
complex and variable. Their respondents reported that they were on average working 
considerably in excess of full-time. This is supported by Santhapparaj and Alam 
(2005) that pay, promotion, working condition and support of research have positive 
and significant effects on job satisfaction. 

 In this study, job satisfaction is conceptualized as a uni-dimension variable which 
includes the general aspects of satisfaction among teaching staff in Kota Kinabalu 
Polytechnic. Job satisfaction variable is assessed in terms of overall evaluation on 
ideal job, workplace condition, job satisfaction, accomplishment, job preferences, 
abilities, recognition, co-workers, salary and flexibility.  Since work is an important 
aspect of people’s lives and most people spend a large part of their working lives at 
work, understanding the factors involved in job satisfaction is crucial to improving 
employees’ performance and productivity. The current conceptualization is in line with 
the study by Sarmiento and Beale (2007) specifically on a manufacturing company. 
However, this research will analyze the job satisfaction among service employees 
which differs in sector and industry.
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Demography Profile (Age and Educational Level)

In this study, the demographic factors will only assess the age and educational level 
of the respondents.  Shaffrill and Uli (2010) reported that age, working experience 
and gross monthly salary have a significant and positive relationship with work 
performance. Santhapparaj and Alam (2005) identified age, gender, education status, 
working hours and earnings figure as key factors to determine job satisfaction of 
university teacher on their primary tasks. Brewer and Nauenberg (2003) listed 
significant demographic factors such as age, work experience, weeks worked, 
gender, children, union representation, marital status and spousal work status in their 
study on attitudinal factors that may affect the work participation behaviour of the 
respondents. The study of Bozionelos (2004) investigated the relationship between 
an array of important demographic variables and dispositional traits in a sample of 
public sector white-collar workers. The findings suggested that older white-collar 
workers tend to be more emotionally stable, more introverted, more agreeable and 
more conscientious than their younger counterparts. As suggested by Shaffril and Uli 
(2010) and Bozionelos (2004), age could be an indication of the respondent’s working 
experiences. The older an employee, the longer he or she is in service, thus the more 
experienced and knowledgeable they are than the junior employees. In this study, age 
is conceptualized as a single independent factor in the demographic profile, to test its 
significant relationship with job performance.

 Sarmiento and Beale (2007) hypothesized that job satisfaction, age and education 
levels as significant predictors of job performance among shop-floor employees in 
a manufacturing plant in northern Mexico. The evidence regarding the effect of age 
and education level on performance is inconclusive and contradictory. Lackritz (2004) 
proposed demographic factors such as gender, race/ethnicity, age, working experience, 
rank, and tenure in his study on the relationship of burnout for university faculty to 
three factors that are important to the general workforce: (1) demographics, (2) working 
conditions, and (3) accomplishments and productivity. The accomplishments studied 
are effectiveness in teaching and research, and overall productivity as a faculty member. 
Khan (2005) hypothesized that there is no statistically significant differences in effects 
of biographical variables (gender, marital status, qualification, age and experience) 
on employee’s work motivation in commercial banks of Pakistan. Shaffrill and Uli 
(2010) concluded that education and salary are among the main contributors to high 
work performance. Thus, educational level is conceptualized as a single independent 
demographic factor besides age, in order to test the significant relationship towards job 
performance. Teaching staff of polytechnics with at least a diploma will be attached to 
teach students of certificate level, while a degree holder is assigned to teach at diploma 
level courses.  
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Training and Development

Saks, Belcourt and Wright (1996) defined training skills as a process of designing 
learning form that is needed by work force to increase job performance, in which 
their study has proven that the amount of training received by a new employee has 
a significant relationship with job satisfaction, commitment, achievement and job 
performance. Bohlander and Snell (2004) suggested that training and development as 
one of the actions that can improve performance. Employee’s performance that is not 
up to standard could be caused by skill problem which derived from their knowledge, 
abilities and technical incompetent. Tam, Choong and Rosli (2005) revealed that 
Malaysian teacher trainees, who were regarded as excellent in their training colleges, 
might not be excellent teachers in schools, which was believed to be lack of competency 
in key aspects such as pedagogy and communication skills following their appointment 
in their respective schools.  

 On contrary, Azni (2006) viewed that new teachers from another teacher-training 
institute, the teacher’s perceptions toward work climate, senior colleagues and the 
school head were all positive, with claims made by the respondents that the school 
working climate encouraged them to enhance their professional career. While a study 
that has been done by Fleming and Azaroff (1989) indicated that providing performance 
feedback on the job, after briefly delivering written instructions and demonstrations, led 
to improvements in the trainees’ use of a comprehensive set of teaching skills. Naris 
and Ukpere (2009) research paper aimed to investigate the effectiveness of the HR 
Code: SDT (Staff Development and Training), recommended that improved training 
and development initiatives in order to enhance staff members’ work performance and 
qualification levels. Their study suggests to Polytechnic of Nigeria (PoN) to realize 
its vision of becoming one of the most powerful institutions to be reckoned with 
within Namibia and the African continent. Pantic and Wubbels (2009) concluded in 
their study on teachers competency, that the concept of ‘competence’ as inclusive of 
teachers’ knowledge base, skill, values and beliefs. Their result finding pointed out 
that the development of teacher education curricula needs to build elements that will 
be conducive, increasing their contributions to system improvement and preparing 
them to deal with ethical issues better.

Compensation

“Does compensation create job satisfaction?” remained one of the most debated 
question in management history. Goodman, Fandt, Michlitsch and Lewis (2007) defined 
compensation as a monetary payments and rewards that go to employees, suggesting 
that to attract, retain and motivate employees, organizations should develop incentives 
programmes to encourage employees to produce results beyond expected performance 
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norms. Torrington, Hall and Taylor (2002) found that most studies on satisfaction or 
dissatisfaction with compensation, as an important consideration in any performance 
decision. Many employees cited that better compensation or higher reward as a reason 
for leaving one employer for another. 

Mahy, Plasman and Rycx (2005) suggested that skilled workers tend to be motivated on 
their job performance through appropriate monetary and non-monetary compensation, 
after going through selective hiring processes and training programmes. Shahzad et al. 
(2008) examined the relationship between three human resources (HR) practices which 
are compensation, promotion and performance evaluation and perceived employee 
performance among university teachers in Pakistan. The results of the study indicate 
a positive relationship between compensation and promotion practices, and employee 
perceived performance while performance evaluations practices are not significantly 
correlated with perceived employee performance. The study was found in line with 
the study done by Shahzad et al. (2008), which conceptualized compensation as salary, 
recognition and promotion and performance evaluation.  

3  CONCEPTUAL FRAMEWORK AND RESEARCH METHODOLOGY

In implementing the survey, the questionnaires were organized by the following 
phases; the key steps were the questionnaire design, pilot-testing the material, 
modifying the questions, deciding on survey locations and sampling. Data were 
collected via questionnaire and the questionnaires were distributed to the Research 
and Development (R&D) Unit of Kota Kinabalu Polytechnic. This unit would then 
distribute the questionnaires amongst academic staff who participated in this study. 
To qualify them to become respondents, they must have undergone at least 7 days of 
either internal or external training programmmes. Probability sampling technique was 
adopted as the population is known (Sekaran & Bougie, 2010). The sampling frame 
consisted of all male and female teaching staff. With the use of systematic simple 
random sampling, respondents were selected from the official teaching staff directory. 
Since the total population of Kota Kinabalu Polytechnique is 245 staff, the required 
sample size for this study is 149 as proposed by Krejcie and Morgan (1970). The 
measurement items for this study were adopted and adapted from Sarmiento and Beale 
(2007), Huang (2001), Shahzad et al. (2008), Shaffril and Uli (2010) and Santhapparaj 
and Alam (2005). The structured questionnaire consisted of five sections: Section A 
(Job Satisfaction), Section B (Training & Development), Section C (Compensation), 
Section D (Job Performance) and Section E (Demography Profile).

 The independent variables of the study consist of job satisfaction, demography, 
training and development, and compensation, while job performance is the dependent 
variable. The following are the research hypotheses of the study:
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Figure 1 Research framework.

H1: There is a significant relationship between Job Satisfaction and Job Performance.
H2a: There is a significant relationship between Age and Job Performance.
H2b: There is a significant relationship between Education Level and Job Performance.
H3: There is a significant relationship between Training and Development and Job 

Performance.
H4: There is a significant relationship between Compensation and Job Performance.

4  FINDINGS AND DISCUSSION

Profile of Respondents

In this study, a total of 149 questionnaires were completed from the Polytechnic Kota 
Kinabalu. The data were coded in Excel and then analysed by SPSS. Table 1 presents 
the single variable demographic information about the respondents. There were 61 
(40.7%) male and 88 (58.7%) female respondents. Fifty per cent of them were between 
30 – 39 years (n = 75) and comprised the largest age group and 46% of them were 
between 20 and 29 years (n = 69), making up the second largest age range, while 
ninety three respondents (62%) were Bachelor degree holders, and 30.7% (n = 46) 
7.3% were Masters and diploma holders respectively.  
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Table 1 Respondents demographics
Demographic

Gender
Male Female

61 (40.7%) 88 (58.7%)
Age Group

20 – 29 years old 69 (46%)
30 – 39 years old 75 (50%)
40 – 49 years old 6 (4%)

Education Level
Diploma 11 (7.3%)

Bachelor Degree 93 (62%)
Masters 46 (30.7%)

Reliability of Measures 

Overall alpha value of .712 indicated good reliability of measures for job satisfaction, 
training and development, compensation and job performance. The Cronbach’s 
coefficients alpha ranged from .604 to .704, indicated good inter-item consistency for 
each factor. Variables job satisfaction, training and development and job performance 
indicated an acceptable reliability with .604 to .672 alpha value, and only compensation 
with alpha value of .704 indicate a good reliability because its value is greater than 0.7.

Table 2 Summary of reliability test
No. Variables No. of Items Cronbach’s Alpha
1 Job Satisfaction 9 .618
2 Training & Development 5 .604
3 Compensation 9 .704
4 Job Performance 10 .672

Multiple Regression Analysis 

There are four main hypotheses (H1, H2a, H2b, H3 and H4) to be tested particularly 
concerning the significant relationship between the independent variables with job 
performance. Table 3 shows the Beta value (β), R square (R2), adjusted R Square (Adj 
R2), the F value and the significant F change value. Overall, the R square (R2) indicates 
that 29.1% variance in job performance is explained by the independent variables such 
as age, education, job satisfaction, training and development, and compensation as 
indicated by the F value of 11.835. 
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Table 3 Multiple Regressions on Job Performance
Dependent Variable Independent Variable Beta (β)

Job Performance
Age .167*

Education .072
Job Satisfaction

Training & Development
Compensation

.348**

.188*

.092
R2: .291

Adjust R2: .267
F Value:

Sig. F Change:
11.835
.000

**: Significant at the 0.01 level. 
*: Significant at the 0.05 level.

H1: There is significant relationship between Job Satisfaction and Job Performance

Based on Table 3, the relationship is found to be significant when the p = 0.000, β = 
.348** at .000 significant level. The beta value, β = .348 indicates that when teaching 
staff received one standard unit of job satisfaction, job performance will increase 
by .348 standard units. It is clear that there is a positive relationship between job 
satisfaction and job performance. This means that the more satisfied the teaching 
staff, the more they perform well in their job. Hence, this hypothesis supported that 
there is a significant relationship between job satisfaction and job performance among 
teaching staff of Kota Kinabalu Polytechnic.

H2 (a): There is significant relationship between Age and Job Performance

The relationship is found to be significant because p <.05 when the p-value of age is 
0.019, β = 167. The positive beta also indicates that there is a positive relationship 
between age and job performance. The older the teaching staff are, the better they will 
perform in their job. Hence, hypothesis H2a is acceptable that there is a significant 
relationship between age of teaching staff and their job performance. The beta value, 
β = .167 indicates that when teaching staff increased one standard unit of age (year), 
job performance will increase by .167 standard units.

H2b: There is significant relationship between Education Level and Job Performance

The relationship is found to be insignificant because p> .05 when the p-value of 
education level is p = 0.319. Hence, the hypothesis H2b is not supported and there 
is no significant relationship between education level among teaching staff and their 
job performance.
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H3: There is significant relationship between Training and Development, and Job 
Performance

Based on Table 3, the relationship is found to be significant when the p<.05, (p = .028, β 
= .188). Hence, hypothesis 3 is accepted, that there is a significant relationship between 
training and development of teaching staff and their job performance. The beta value, 
β = .188 indicates that when teaching staff increased one standard unit of training 
and development (programme), job performance will increase by .188 standard unit.

H4: There is significant relationship between Compensation and Job Performance

The relationship is found to be insignificant because p> .05 (p = 0.251, β = .092). Hence, 
hypothesis 4 is not supported, indicating that there is a no significant relationship 
between compensation received by teaching staff and their job performance.

Table 4 Summary of findings for Multiple Regression Analyses

No. Hypothesis Result
(p-value) Findings

H1 There is a significant relationship between Job 
Satisfaction and Job Performance. .000 Accepted

H2a There is a significant relationship between Age and Job 
Performance. .019 Accepted

H2b There is a significant relationship between Education 
Level and Job Performance. .319 Rejected

H3 There is a significant relationship between Training and 
Development, and Job Performance. .028 Accepted

H4 There is a significant relationship between Compensation 
and Job Performance. .251 Rejected

The Relationship between Job Satisfaction and Job Performance

Based on the result in Hypothesis 1, which is to test the significant relationship of 
job satisfaction and job performance, the result showed a significant relationship 
with p = .000, hence Hypothesis 1 is  accepted. The result is in line with the study 
by Sarmiento and Beale (2007) indicating job satisfaction is positively related to 
job performance. Hence, it is also consistent with studies of Diefendorff, Rihard 
and Gosserand, (2006), Samad (2005), and Chen and Silverthorne (2005). However 
these studies were conducted in a different settings and environments. For example, 
Sarmiento and Beale (2007) determining job satisfaction and its relationship with 
job performance amongst shop floor employees of manufacturing companies. Even 
though the current study was done in the education sector, it was also found that 
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job satisfaction plays important role in motivating employees to a certain positive 
behaviour. Any organization aim for positive and productive outcome from their 
employees should improve and upgrade working environment and this will lead to a 
high satisfaction among employees. Satisfaction is largely influenced by the services 
and benefits offered by organization. Satisfied employees are productive and this in 
turn making them loyal to the company that they work with and more importantly, 
they would produce high quality and excellent performances. Therefore it is critical 
for Polytechnic management to ensure teaching staff are satisfied with their current 
task and duties that match their long-term career goals. The finding also suggested 
that satisfied teaching staff will likely to perform well in their job. 

The Relationship between Demography (Age and educational Level) and Job 
Performance

The result for Hypothesis H2a which is to verify the significant relationship between 
age and job performance indicated a significant relationship with p = .019 (p < 
0.05). Therefore, H2a is accepted.  The current finding is similar to study by Shaffril 
and Uli (2009) that discovered a positive relationship between demography and 
job performance. Another study, which has similar result that age does affect work 
performance was a study revealed by Smedley and Whitten (2006). Their study also 
suggested that age could be a significant potential factor for job performance. Result 
of hypothesis H2b on education however showed an insignificant relationship with p = 
.319 (p > 0.05), hence, H2a is not supported. This is agreed by the study of Sarmiento 
and Beale (2007) when they found employee’s level of education does not related 
to job performance. This is also similar to findings by Linz (2002) whereby work 
performance is found not to be influenced by educational level factor. The current 
findings suggested that age can be a good determinant of job performance; however 
education is not a significant factor to predict job performance especially amongst 
KKP teaching staff. This statement can be perceived as valid since the senior staff 
have worked longer in the service, were exposed to more training and development 
programmes, management courses, and more experience in the field of teaching and 
office work. Therefore, education alone cannot be a determinant of job performance 
because teaching staff come from different educational background levels. The lowest 
attained educational level of KKP teaching staff are diploma holders, where most of 
them were located at the engineering departments (Mechanical, Electrical and Civil 
Engineering Departments), and they were qualified to teach at the certificate level. 
Surprisingly, their work performances were excellent as 91.7 per cent of them scored 
more than 80 points and above for their annual work assessment, and only a small 
number of them (3.3 per cent) have scores below 80. This indicates that teaching staff 
may produce better work performance regardless of their educational level.
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The Relationship between Training and Development and Job Performance

The findings indicated that H3 is supported when p = .028 (p < 0.05, beta = .188*), 
therefore there is a significant relationship between training and development, and 
job performance. The findings of this current study echo the study by Huang (2001) 
who found training and development effectiveness have some influences on job 
performance. This is also supported by the study of Naris and Upkere (2009) who 
found the effectiveness of staff development and training enhanced staff member’s 
work performance. The finding of present study suggests that training and development 
are important determinant for job performance especially among teaching staff of 
KKP. Therefore, the training and development programme developed and designed 
solely for KKP teaching staff are deemed vital especially in upgrading teaching staff’s 
knowledge and skills, which will result in improved and greater task performance of 
employees in the long run.

The Relationship between Compensation and Job Performance

It was found that compensation and job performance have no relationship at all when 
p = .251 (p > .05, Beta = .092). Hence, it does not support hypothesis H4. The finding 
on teaching staffs in KKP on compensation is however contradicted with many studies. 
For example, Shahzad et al. (2008) found that study that HR practices (compensation, 
promotion and performance evaluation) have a significant impact on job performance. 
Azman et al. (2009) found compensation in the form of financial only acts as a 
moderator towards job performance. Lawler (1971) implied that pay is not the only 
factor that will increase work performance. He also claimed that many organizations do 
not do a very good job of tying pay to performance. Although many studies have proven 
the positive relationship between compensation and performance as the motivation or 
extrinsic factor, somehow this fact is not true in this research. Compensation which 
comprised of salary, recognition and promotion, is still partly new to the KKP teaching 
staff. The new service scheme (DH) which is more competitive based than the former 
scheme (DG) which was seniority and time based. KKP teaching staff are not fully 
aware with this newly scheme. It would probably be a completely different situation 
and outcomes if the research is to set after a few years from now, when they have 
benefited in terms of compensation benefits from the new DH scheme. Based on the 
previous service scheme (DG Scheme), the time-based requirement for teaching staff 
to get promoted was at least ten years of service. Referring to the descriptive analysis, 
only 4 per cent of the Polytechnic teaching staff have 11 to 15 years of service and 
this category is the only category that has potential for job promotion. The majority 
in the Polytechnic (65.3 per cent) are less than 5 years in service, whilst 30.7 per cent 
are respondents that are in service less than 10 years. This statistic indicated that a 
majority of KKP teaching staff (96 per cent) have yet to get promoted or even been 
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considered to get promotion since they are not qualified based on the previous DG 
scheme requirements. This result might indicate why most respondents are not certain 
whether the current compensation system could affect their performance directly 
because they have never been considered for a promotion. The statistics also explain 
why most respondents are not really satisfied with the compensation system which 
consists of salary, recognition and promotion.

5  Conclusion

The findings of this study raise several important management implications for the 
administrator of Polytechnic in Kota Kinabalu which is to place into consideration 
the main determinants of job performance amongst KKP teaching staff. The results 
pointed out that job satisfaction, age, training and development should be considered 
as the main determinants of job performance, however in terms of compensation, the 
KKP teaching staff have different point of view when they disagreed its importance 
in relation to their job performance. Or they might have the perception that the current 
or new compensation is not that much attractive. In order to improve and increase 
job performance levels, employees must receive good benefits and compensations. 
Human needs drive behaviour, appreciation and respect, which those needs that must be 
fulfilled. Therefore, the need for better compensation must be studied and understood.
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