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Abstract. Background. Mentoring plays a significant role in bridging the relationship
between supervisors and subordinates. Past research studies found that job
satisfaction had significant impact on organizations. This study endeavours
to investigate mentoring and satisfaction of employees in Malaysian organizations.
This study examines mentoring and employees’ job satisfaction in the Malaysia
context. Methods and Results. This research attempts to test empirically and
to validate a conceptualization of mentoring, namely, career functions and
psychosocial functions, with the presence of supervisors’ gender as moderator on job
satisfaction. Data was gathered through a survey using a structured questionnaire
from a sample of 156 executive level employees employed in small and medium
enterprises in Sarawak, Malaysia. Conclusions. This study revealed the positive
connection between mentoring and job satisfaction was partially supported. Gender
was found to have direct impact on employees’ job satisfaction. Implications of the
findings, potential limitations of the study, and directions for future research are
further suggested.
Keywords: job satisfaction, mentoring, Malaysian executives, gender.

Human resource management encounters the daunting tasks of
employing essential employees into the organizations to match the
organization’s requirements and expectations. As a result, there is
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a pronounce need to create suitable ideas, develop appropriate strategies
to enhance the interactions between supervisors and workers, and to
detailed a broad insight that can assist managers of human resource
increased results and enhanced performance. Knippenberg and Steensma
(2003) postulated that the expectation of a future interaction between the
supervisors and subordinates would reduce the usage of hard influence
tactics as this may endanger the relationship and make it less attractive.
Previous research have evidenced the impact of mentoring in professional
and personal development of young members in the organizations. Extant
research has shown that mentoring is one of the best ways in organizational
learning and has demonstrated positive results with support (Ortiz-Walters
and Gilson, 2005; Okurame, 2008; Simmonds & Zammit Lupi, 2010) and job
satisfaction (Bahniuk et al., 1990; Seibert, 1999). It was noted that protégé’s
that received mentoring support were able to demonstrate better job
performance and career development (Liden, Sparrowe, & Wayne, 1997)
and reduce turnover intention among the employees in the organization
mentorship (Bverly & Sharon, 2005; Branch, 1999).
In addition to that, companies that have proper mentoring programs
in place are able to attract job seekers and retain good employees (Allen &
O’Brien, 2006). Past studies have elucidated that, the rapport between
supervisors and subordinates could be strengthened through mentoring (Dawley, Andrews, & Bucklew, 2010). Researchers in the past have
evidenced that committed protégé demonstrated high job satisfaction
and hence unlikely to look for other jobs (Iverson & Buttigieg, 1999).
Previous researchers have not found consistent evidence concerning
the effect of mentor’s gender on an individual’s job satisfaction. Some
studies have confirmed that gender is the foremost important traits
that could have a strong effect on how men and women perceived
themselves and as perceived by others (Korabik, 1997; Ridgeway, 1992).
Hence, there appears to be a gap in extant literature as there shows
little evidence of research being done to examine the possibility of
mentoring as a predictor of subordinates’ job satisfaction and if gender
of the mentors has a significant impact in moderating the relationships
of these variables. This research attempts to determine the effect of
mentoring on job satisfaction among executives working in Malaysian
manufacturing industry. This research endeavours to shed lights on the
following issues on:
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(i) Does mentoring positively influence employees’ job
satisfaction?
(ii) Does gender of the mentors moderate the relationship between
mentoring and employees’ satisfaction?

LITERATURE REVIEW
Job Satisfaction

Subordinates in the current trend have been given considerable
independence to establish their goals and assess outcome, the role
that is traditionally held by supervisors. In fact, many firms have
reinvented themselves in becoming more competent and departing
from the conventional corporate system by giving greater decision
making to the lower level of the management. These new trends in
the work environment underlines the significance of creating and
increasing followers’ roles in organizational leadership. These trends
also revolutionised the new concept of leaders’ openness to the idea
delegating power to their subordinates. Phillips (2003) opined that
when a minority opinion is recognised to a member from the outside of
the group, this opinion could have an impact on the majority group. This
view is in tandem with Kanter’s (1974) observation that management
and employees should share power in order for the employees to be
effective in their jobs.
Empirical evidence had shown that value congruence is a strong
agent of job satisfaction and organizational commitment among
executives at the junior level (Chatman, 1991). Job satisfaction refers to
the feelings of positive emotional as a result of the job experiences that
the employees encountered (Locke, 1969). Past studies have evidenced
that there are several important determinants of job satisfaction such
as the reward systems in the organization, the distribution of power,
individual differences, self-confidence, locus of control (e.g., Chen &
Silverthorne, 2008, Lankau & Scandura, 2002; Lefkowitz, 1994;).
It was also noted that other aspect of job personalities such as salary,
promotion opportunity, clearness of the assigned task, the use of skills
are also significantly contributing to employees’ job satisfaction (Ting,
1997). Past researches have shown that subordinates would more often
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carry out favors that the managers appreciate and they would prefer
to maintain a positive and balanced relationship with their supervisors
(Ferris, Judge, Rowland, & Fitzgibbons, 1994; Wayne & Liden, 1994).
Hence, proper mentoring system should be in place to ensure
employees’ job satisfaction. Four dimensions of job satisfaction namely,
satisfaction in promotion, coworkers, and supervisor and the job itself
will be examined in this study.
Mentoring

The study by Whitener, Brodt, Korsgaard, and Werner (1998) indicated that perceived similarities or differences between managers and followers may change the direct relationships by changing the attraction
and thought processes of the followers by comparing the relationship
and organizational opinions with regards to the behaviors of managers. In view of this, it is crucial to examine the mentoring relationship
of the supervisors or followers. Past study e.g. Argyris and Schon (1996)
revealed that to be more effective, managers may accept joint power
and mutual determination with their followers. The role that the targets’
expect the source to play was affected by the targets’ perceptions of
source (Venkatesh et al., 1995). Researchers in the past have elucidated
that mentoring is a long term process (Burdett, 1998; Hansman, 2002;
Ellinger, Hamlin, & Beattie, 2008) and are broadly categorised in two
functions, namely, career and psychosocial functions (Zey, 1984).
In mentoring, the relationship normally consists of a master and an
apprentice (Irving, Moore, & Hamilton, 2003; Kram, 1985) with certain
purposes such as disseminating and transiting knowledge, working
experience or thinking from the mentor to their protégés (Clutterbuck
& Megginson, 1999). It is undeniable that mentoring plays a significant
role in assisting and guiding the protégé in various perspectives such
as career and personal growth, sharing detailed information of the
organization and serve as a model for the young protégés (Akarak, 2008;
Ambrose, 1998; Chao, 1997). It is well documented that appropriate
mentoring processes have resulted in job satisfaction, improved on the
level of commitment and better employment performance (Kelly, 2001;
Scandura, 1992, 1998).
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Past studies have noted the prominent two constructs of mentoring
namely, career functions and psychosocial functions (Anderson & Lucasse,
1995; Jacobi, 1991; Varney, 2009) in the scope of mentoring studies.
Career functions are well defined as the process to enhance learning and
guiding the protégés in their career advancement. On the other hand,
psychosocial functions help to improve on the social acceptance of the
protégés (Kram & Isabella, 1985) and for them, career support is more
important than psychosocial support (Ensher, Thomas, & Murphy, 2001).
Protégés who feel the concern and care of the organizations about their
career development, will reciprocate by being loyal to and performing
better in the organizations (Herscovithc & Meyers, 2002; Orpen, 1994).
Gender

The role of gender in the study of mentoring has been highlighted
in numerous research in the past (Ragins, 1999). The theory of diversified
mentoring relationships state that gender plays a significant role in
mentoring because partners of the mentoring process originates from
groups that has control on the varying power in the organizations
(Ragin, 1997). In addition, Ragins stressed that the familiarity a person
has on a member of a group will have a significant influence on the
development and success in the process of mentoring. Hence, for the
purpose of the study, gender was used as a moderator to investigate its
impact of mentoring and employees’ job satisfaction.

THEORETICAL FRAMEWORK
Mentoring and Job Satisfaction

Mentoring process is believed to be able to reduce the power
distance between the mentor and protégés and further develop mutual
care and trust (Yukl, 2010). Furthermore, trust viewed as part of effective
leadership (Chao et al., 1992; Currie, 1998; Hosmer, 1995; Peterson,
2005; Schoorman et al., 1996) and employees will feel satisfied if ample
organizational supports are given to them. Mentoring process that
provides customary job-related and psychosocial support will improve
on the satisfaction and commitment level of the employees (Jennings,
1976; Peterson, 2005; Wilson & Elman, 1990) and subsequently improved
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on the organizational performance (Adler & Corson, 2003; Ahmad &
Raida, 2003; Bartlett, 2001; Levenson et al., 2006).
Past researchers (e.g., Laiho & Brandt, 2012; Scandura, 1997) have
evidenced that mentoring is positively connected with organizational
commitment and job satisfaction. Hence, to maintain workers’
satisfaction, supervisors are encouraged to preserve a good relationship
and recognise employees’ needs (Locke, 1976). As proposed in the
preceding section, the following hypotheses were advanced :
H1a: Career mentoring is positively related to employees’ satisfaction
such as satisfaction in promotion, supervisor, coworkers and job itself.
H1b: Psychosocial mentoring is positively related employees’ satisfaction
such as satisfaction in promotion, supervisor, coworkers and job itself.
Mentoring, Gender, and Job Satisfaction

Male supervisors are found to focus more on task roles, opinionated,
aggressive, and unlikely to reveal information that are personal.
They prefer to be the decision-maker and pass judgment on other
people’s views and thoughts.On the other hand, women are likely to
take a different approach such as nurture, seek clarification, provides
greater information and are more supportive. Furthermore, women
are likely to avoid conflict by preferring to compromise and to discuss
on the problems on hand. (Witherspoon, 1997). These dissimilarities
between managers’s gender resulted in female managers to stand out in
contemporary organizations (Helgesen, 1990).
Interestingly, there are also some controversial researches which
discovered that women supervisors were not so competitive, but on
the other hand more understanding, eager to share power, to discuss
conflicting opinons than the opposite gender (Burrell, Buzzanell &
McMillan, 1992). On the other hand, Korabik, Baril, and Watson
(1993) found that the differences in the management of male and
female supervisors were only existed in female managers who are
less experienced. These femate managers rated hemselves as more
considerate and compromising than the male managers (Busch, 1995).
In view of the fact that, most researches agreed that gender of
the supervisor does make a different towards mentoring, hence, the
following hypotheses was developed.
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H2: Supervisor’s gender will moderate the relationship between
mentoring and employees’ satisfaction such as satisfaction in promotion,
supervisor, coworkers and the job itself.
Based on the above discussion, a research framework is proposed
for further investigation.
Job satisfaction

Mentoring
•
•

•
•
•
•

Psychosocial
Career

Satisfaction in coworkers
Satisfaction in promotion
Satisfaction in supervisor
Satisfaction in the job itself

Supervisor’s
Gender

Figure 1. Research Framework

METHODOLOGY
In this study, 200 questionnaires were sent out to middle and
lower level management of 21 selected small and medium enterprises
in Sarawak, Malaysia. These firms were selected based on the nonprobability sampling method, whereby employees in the selected
small and medium enterprises have no chance to be chosen as sample
subjects. This study employs a 7-point Likert scale from 1 (strongly
disagree) to 7 (strongly agree). Existing items were used to gauge each
of the key variables in the study. The questionnaire was developed in
English and was divided into threesectors. In Section 1, it employed an
18 item scale adopted from Minnesota job satisfaction. A 7-point Likert
scale (1 = never to 7 = always) was used to to measure employees’ job
satisfaction. In measuring job satisfactions, the dimensions of job itself,
promotion, supervisor and co-workers were utilized. The second section
contains items to measure the degree of mentor’s influence, consists of
two dimensions namely psychosocial mentoring and career mentoring.
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The last section of the questionnaire investigated demographic
information of respondents.
Findings

Summary of Personal Profile of Respondents and Respondents’
Supervisor is presented in Table 1.
Table 1. Demographic Profile of Subordinates and Supervisors
Demographic
Variable
Age

Gender
Ethnicity

Educational level

Marital status
Job tenure

Gender of supervisor
Race of supervisor

Job tenure of supervisor

Sector of industry

76

Category

Subordinate (N=165)
Frequency
Percentage

21-30
31-40
Above 50
Male
Female
Malay
Chinese
Indian
Others
Year 12
A Level
Degree
Master
Single
Married
< 1 year
1-5 years
> 5 years
Male
Female
Malay
Chinese
Indian
Others
< 1 year
1-5 years
> 5 years
Industrial products
Consumer products
Constructions

95
32
29
61
95
37
97
9
13
19
29
97
11
90
66
21
100
35
69
87
36
114
6
0
21
110
25
57
85
14

60.9
20.5
18.6
39.1
60.9
23.7
62.2
5.8
8.3
12.2
18.6
62.2
7.1
57.7
42.3
13.5
64.1
22.4
44.2
55.8
23.1
73.1
3.8
0
13.5
70.5
16
36.5
54.5
9.0
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A total of 156 responses from the 200 distributed questionnaires
were returned, thus generating 78% rate of response. 39.1% were male
respondents with 60.9% of the respondents were in the age category of
21-30, 20.5% (age category of 31-40), while 18.6% (category of above
the age of 50). 57.7% of the respondents were single. The sample of this
study consisted of Chinese (62.2%), Malays (23.7%), Indian (5.8%) and
others (8.3%). A majority of respondents (69.3%) had tertiary education:
specifically, bachelor degrees (62.2%) and masters (7.1%).
The eighteen items of job satisfaction were submitted to a varimax
rotated principal component analysis. The KMO measures of sampling
adequacy (.86) and the Bartlett’s test of sphericity value (χ2=2,532.56,
p=.00) signified statistical support. The eighteen items measured
several job satisfaction components, namely satisfaction in supervisor,
promotion, coworkers and job itself.
The analysis produced four significant factors that yielded
eigenvalues greater than one, which accounted for 77.86 percent of
the variance. The six items were loading highly on the first factor with
eigenvalues of 8.23 accounting for 45.74 percent of variance. This factor
was named as “job itself”. This factor is then followed by the second factor
known as “promotion with an eigenvalue of 2.75 and accounting for
15.29 percent of variance. The other two components were “supervisor”
and “coworkers” which has eigenvalues of 1.72 and 1.31 respectively.
Both accounted for 9.56 and 7.27 percent, respectively.
Table 2. Factor Analysis Result for Job Satisfaction
Job
12 Job
Work processes are well organized
where I work.
6 Where I work unnecessary procedures
are kept to a minimum.
8 Co-operation between departments is
good in this organization.
13 My job provides me with the
opportunity to experience a real sense
of personal accomplishment.

Component
Promotion Supervisor Co worker

.922

.116

.150

.097

.898

.185

.161

.137

.868

.240

.114

.138

.865

.160

.147

.214
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11 I receive the training I need
to do my job effectively.

.863

.125

.199

.196

10 My job provides me with the
opportunity to do challenging
and interesting work.

.836

.113

.148

.230

.104

.882

.226

.181

.073

.845

.115

.206

1

Promotion
It is clear to employees how to advance
their careers in this organization.

17 The organization is fair and unbiased
in its treatment of all employees.
4

My organization has a good
recognition award scheme that
rewards one off achievements.

.148

.787

.139

.009

2

I am fairly rewarded for the work do.

.212

.749

.323

-.038

3

All things considered, how satisfied
are you with the opportunities
to progress in this organization?

.311

.723

.263

.069

15 Supervisor
Employees are encouraged to make
suggestions to improve the way
things are done around here.

.174

.262

.843

.121

16 Our leaders are working together
effectively to make the organization
successful.

.255

.192

.777

.028

14 My immediate manager inspires me
to be my best.

.212

.368

.763

.132

18 The senior leaders within
the organization inspire employees
do their best.

.083

.184

.755

.405

Coworkers
I receive effective coaching from
colleagues to help me improve
my performance.

.203

.150

.071

.817

9

I have the opportunity to socialize
with other colleagues.

.226

-.011

.121

.791

7

There are opportunities to learn
from the people I work with.

.215

.159

.230

.756

8.233

2.752

1.721

1.308

45.741

15.286

9.559

7.269

0.962

0.899

0.885

0.793

5

Eigen Values
Percentage variance explained (77.855)
Cronbach’s Alpha
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The eighteen items of mentoring were submitted to a varimax
rotated principal component analysis. The KMO measures of sampling
adequacy (.94) and the Bartlett’s test of sphericity value (χ2=2780.67;
p=.000) signified statistical support. The eighteen items measured
career mentoring and psychosocial mentoring. The analysis produced
two significant factors that yielded eigenvalues greater than one, which
accounted for 72.08 percent of the variance. The items loading highly
on the first component was named “psychosocial mentoring”, with an
eigenvalue of 9.92, accounting for 51.12 percent of variance in the data.
The other factor named “career mentoring” with an eigenvalue 3.05 and
explained 16.97 percent of variance in the data.
There was no item excluded from further analysis and the alpha
value for the mentoring items was 0.95, which showed the extremely
high internal consistencies and reliability. Table 3 presented the eighteen
items and their factor loadings on each factor.
Table 3. Factor Analysis Result for Mentoring
Component
1
2
1

8

6

4
10
15
11
18
13

Psychosocial
Shared personal experiences as an alternative perspective
to your problems.
Kept you informed about what is going on at higher levels
in the company or how external conditions are influencing
the company.
Protected you from working with other managers before
you knew about their likes/ dislikes, opinions or controversial
topics and the nature of the political environment.
Given/recommended you for assignments that helped you
meet new colleagues.
Conveyed empathy for the concerns and feelings you have
discussed with him/her.
Encouraged you to prepare for advancement.
Encouraged you to talk openly about anxiety and fears that
detract from your work.
Displayed attitudes and values similar to your own.
Discussed your questions or concerns regarding feelings of
competence, commitment to advancement and work/family
conflicts.

.926

.116

.921

.105

.900

.090

.877

.110

.876

.192

.857

.228

.854

.185

.853

.272

.837

.252
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16 Encouraged you to try new ways of behaving on the job.
9 Respect for you as an individual.
3 Career
Given/recommended you for assignments that increased
your contact with higher level managers.
2 Given/recommended you for assignments that required
personal contact with managers in different parts of the
company.
17 Served as a role model.
7 Gone out of his/her way to promote your career interest.
5 Helped you finish assignments/tasks or meet deadlines
that otherwise would have been difficult to complete.
1 Given/recommended you for challenging assignments
that present opportunities to learn new skills.
14 Shared history of his/her career with you.
Eigen Value
Percentage variance explained (72.084)
Cronbach’s Alpha

.834
.804

.269
.226

.154

.911

.098

.806

.330
.079

.774
.752

.243

.719

.040

.696

.369
9.921
55.119
0.973

.517
3.054
16.965
0.882

The intercorrelations among the subscales were demonstrated in
Table 4. It was noted that intercorrelations among the four dimensions
of job satisfaction ranged from of .31 to .56 (p<.01), whereas, the
intercorrelations for the subscales of mentoring ranged from .28 to
.56 at the level of p<.01. The results from the analysis have confirmed
acceptable levels of correlation.
Table 4. Correlation Analysis -Pearson Correlations Matrix
Constructs

Job
itself

1.Job itself
2.Satisfaction in co-worker
3.Satisfaction in supervisor
4. Satisfaction in promotion
5. Psychosocial Mentoring
6.Career Mentoring
No of item
Mean
Standard Deviation

.459**
.440**
.411**
.176*
.298**
6
4.092
0.0547

**p< 0.01, *p< 0.05
80

Satisfac- Satisfaction SatisfacPsychoso- Career
tion with with super- tion with cial Men- Mentorco-worker visor
promotion toring
ing

.422**
.306**
.182*
.461**
3
4.675
0.214

.563**
.313**
.489**
4
4.083
0.118

.279**
.559**
5
4.299
0.2387

.418**
11
3.745
0.0775

7
3.81
0.0786
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In Table 5, Step 1 was significant for all dimensions (p<.01). Gender
was found to have direct impact on co-worker and supervisor dimension
of job satisfaction. In Step 3, only one dimension namely, co-worker was
found to be incremental variance. This underlined that the effects of
interaction of mentoring and gender do not have significant contribution
in explaining most of the variation in job satisfaction.

DISCUSSION AND CONCLUSION
The works of Barnard (1938), Blau (1964), Mechanic (1962), and
Weick (1969) asserted that the relationship between managers and
followers symbolized a core foundation of power to apply influence in
organisations. This implies that when a supervisor goes the extra mile
to help a subordinate on a particular task, the subordinate should feel
obligated to repay the good deed of the supervisor. Blau (1964) posited
that social exchange theory can be applied in explaining the influence of
leadership in terms of interactions of humans which is supported by the
works of Hollander and Offermann (1990), whereby they certified the
significance of social exchange or transaction over time that had been
present in the relationship between the managers and followers, which
include mutual influence and interpersonal perception. Furthermore,
the capability of individuals in behaving are in harmony with their own
distinctiveness and to summon a character in others could be possibly
impacted by social context (Stryker, 1994).
The present study was conducted in small medium enterprises
in Malaysia with two-fold objectives in mind. First was to investigate the
relationships between the process of mentoring with employees’ job
satisfaction, second, to investigate if gender of mentors would moderate
the relationship between mentoring and job satisfaction. In other words,
this study attempts to shed light on the effect that gender can have on
the mentoring process, whereby past studies could have miscalculated
the influence of gender on mentoring process.
Interestingly, the results have demonstrated that career mentoring
has a significant positive relationship with all dimensions in job
satisfaction namely, co-workers, job itself, promotion and supervisors.
As stated by past researchers, employees that undergo mentoring process
will learn better than those who do not have mentors (Kram & Isabella,
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1985; Ragins, Cotton, & Miller, 2000). The results are congruent with past
studies whereby employees who are familiar with the fundamentals of
the organizations are able to perform more convincingly and confidently
due to the support that they receive from the organizations (Akarak,
2008; Chao, 1997; Kalichman, 2001; Chen et al., 2009; Phornprapha &
Chansrichawla, 2007). In addition to that, it was evidenced that
employees that are under the care of mentors report high promotion
rate, earn better income and achieve higher job satisfaction than the
others (Van Emmerik, 2008) and this in turn will result in higher firm
performance (Levenson, Van der Stede, & Cohen, 2006). Surprisingly,
psychosocial mentoring was not found to significantly affect any aspect
of employees’ job satisfaction. Psychosocial mentoring is known to be
related to non-monetary reward, hence might not be seen as a crucial
aspect of mentoring by the employees.
Gender was found to have moderated on only one aspect of job
satisfaction namely, co-workers. The result is congruence with past
studies on mentoring whereby the influence of gender have been
producing conflicting results and thus these studies confirmed that the
effect of gender on the mentoring process may be more complex than
what it claims to be (Ortiz-Walters, Eddleston, & Simione, 2010; Ragins &
Cotton, 1999). The result has indicated that gender of the mentor does
not play a vital role in determining protégé’s job satisfaction.
On the other hand, supervisor’s gender was found to have
a moderating effect between mentoring and one dimension of
employees’ job satisfaction, namely co-workers. This could be due to
the fact that the connection between mentoring and job satisfaction, is
often cited inconsistently in past studies as a source of influence in the
supervisor-subordinate relationship. Perhaps, the need of a relationship
between the gender of supervisors and job satisfaction affords limited
backing for the argument that the guiding principles of management
are not related to gender alone (Moncrief, Babakus, Cravens, &
Johnston, 2000). Blickle et al. (2008) contended that mentoring is
not just a downward process, but it is reciprocal relationship where
protégés ought to be observant that their behaviour would influence
the relationship of mentoring quality. Nonetheless, some researches
insisted that gender still exerts an effect on interaction despite other
dimensions being controlled (Kollock, Blumstein, & Schwartz, 1985).
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Beta
(M.1)

Beta
(M.2)

Co-Workers

0.536
(***)
0.055

Beta
(M.1)

Promotion

0.088

0.540
(***)
0.040

Beta
(M.2)

-0.555

0.207

0.306

0.372

0.425

Beta
(M.3)
0.433
(***)
0.132

Beta
(M.1)

0.319

0.149

Beta
(M.3)

-0.243

0.488

-0.217 (**) -0.439

0.422
(***)
0.170(**)

Beta
(M.2)

Supervisors

0.112
0.314
0.322
0.332
0.253
0.299
0.306
0.082
0.305
0.309
0.310
0.243
0.285
0.283
0.015
0.314
0.008
0.010
0.253
0.046
0.007
3.776** 35.086*** 24.061*** 14.925*** 25.938*** 21.622*** 13.216***

-0.721

-0.153

-0.391

0.305

-0.136

Beta
(M.3)

-0.375

-0.073

0.268
(**)
0.076

Beta
(M.2)

Job Itself

1.085(*)

-0.903 (**)

0.271
(**)
0.063

Beta
(M.1)

0.212
0.232
0.267
0.092
0.097
0.202
0.217
0.243
0.080
0.079
0.212
0.020
0.035
0.092
0.005
20.609*** 15.289*** 10.937*** 7.729*** 5.444***

-0.142

0.112

-0.149

Beta
(M.3)

Job Satisfaction

Note: N=165; *p<.05, ** <.01,*** <0.001, R2=R2 change for each step; Beta = Standardized beta coefficients.

Career
Mentoring X
Supervisor’s
gender
Psychosocial
Mentoring X
Supervisor’s
gender
R2
Adjusted R2
R2 change
F Change

Supervisor’s
gender
Interaction Variable

Predictor Variables Mentoring
Career
0.466
0.458
(***)
(***)
Psychosocial -0.12
0.013
Moderating Variable

Criterion
Variables

Table 5. Regression analysis of job satisfaction and mentoring
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Implications

This study indicates both theoretical and empirical research with
regards to the process of mentoring process and job satisfaction among
the employees in small and medium enterprises in Malaysia. Although
mentoring is an important factor as a basic ingredient for employees’ job
satisfaction, there have been very few empirical researches on mentoring
and job satisfaction in the Malaysian industry. Thus, this study’s framework
has allowed for a better understanding of how mentoring perceptions
were formed and the mechanisms linking perceived mentoring power
to employees’ job satisfaction. The results have indicated that one of the
best ways to hold on to employees and to increase with job efficiency is
to acquire their loyalty and increase their job satisfaction.
Secondly, supervisors should improve on their use of personal power
as the findings clearly indicate that managers are more often seen to use
position power rather than personal power in the supervisor-subordinate
relationship. Supervisors need to be equipped and trained to use
personal power through continuous self-learning and cumulated job
experience to mentor their subordinates. As noted by Rahim, Antonioni,
and Psenicka (2001), as managers increase their personal power, it is
likely to increase the job satisfaction of their employees.
Limitations

There are several limitations when considering the findings of this
study. Firstly, this research is a cross-sectional in nature where the data
was collected at a single point of time; hence the impact of causality
cannot be determined. Secondly, the population of the sample and the
research setting may have limited the generalizability of this study and
thus may not reflect the same situation for other countries.
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MENTORYSTĖ IR PASITENKINIMAS DARBU: MAŽŲ IR VIDUTINIŲ
ĮMONIŲ MALAIZIJOJE TYRIMAS
May-Chiun Lo1, T. Ramayah2, Lim Chin Kui3
Malaizijos Sarawak universitetas, 2Malaizijos Sains universitetas, Malaizija

1,3

Santrauka. Įvadas. Mentorystė padeda suformuoti santykius tarp vadovų ir pavaldinių.
Ankstesni tyrimai atskleidė, kad pasitenkinimas darbu svarbus tiek darbuotojams,
tiek organizacijai. Šiame tyrime analizuojama mentorystė ir pasitenkinimas darbu
Malaizijoje. Metodai ir rezultatai. Tyrimo tikslas – empiriškai ištirti ir patvirtinti mentorystės sampratą, sudarytą iš dviejų dimensijų: karjeros ir psichosocialinės funkcijų,
taip pat, kaip profesinės veiklos stebėtojo lytis susijusi mentoryste ir pasitenkinimu
darbu. Duomenys šiam tyrimui buvo rinkti naudojant apklausos metodą – struktūruotą klausimyną. Apklausti 156 vadovaujančias pareigas užimantys darbuotojai,
dirbantys mažose ir vidutinėse Malaizijos įmonėse Saravako mieste. Išvados. Rezultatai atskleidžia reikšmingą teigiamą ryšį tarp mentorystės ir pasitenkinimo darbu.
Todėl prielaida iš dalies patvirtinta. Vadovo lytis turi tiesioginį poveikį pavaldinių
pasitenkinimui darbu. Straipsnyje pateikiamos rezultatų taikymo galimybės, galimi
tyrimo ribotumai ir ateities tyrimų kryptys.
Pagrindiniai žodžiai: pasitenkinimas darbu, mentorystė, Malaizija, vadovai, lytis.
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