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Abstract: The role of social support at workplace become one 

of the most important variables that can give impact on 

employee’s attitude. Closely related to employee’s performance, 

many studies have confirmed the role of social support in 

enhancing employee’s job satisfaction. The aims of this research 

is two-folds. First, to investigate the differences and second to 

compare the effect of social support on job satisfaction among 

academicians in Malaysia. Overall, a total of 420 samples were 

obtained, wherein 210 participants withdrawn from each setting.   

Data was collected using self-administrated questionnaire, and 

analyzed using SPSS version 22. The finding suggested that 

social support levels (i.e. supervisor support and co-worker 

support) are higher among academicians in private university. 

Level of job satisfaction, otherwise is higher among public 

university. Overall, the mean values indicated high level of social 

support and job satisfaction among academicians in both 

university. Analysis of t-Test revealed that there is no significant 

differences in terms of social support, however the significant 

being observed in terms of job satisfaction between academicians 

in Malaysia public and private university. This study also 

ascertained the positive impact of social support on job 

satisfaction to both samples. Implication of this study includes 

empirical contribution and deliberation on social support and job 

satisfaction. Suggestion from this study includes improving social 

support to enhance overall academicians’ job satisfaction. 

 

Index Terms: Social Support, Supervisor Support, Co-worker 

Support, Job Satisfaction. 

I. INTRODUCTION 

Industry revolution 4.0 (IR 4.0) gives a huge impact 

towards transforming Malaysia economy and development, 

including the higher education system. In the higher 

education, academicians are the backbone to education 

system, wherein this population has a great responsibility to 

pass on knowledge from generation to generation. At 

present, academicians whether from public or private, have 

been under a greater pressure to serve and educate the 

Generaration Z namely Gen-Z (born 1995 to1999) and  
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Generation Y called as ‘millennials’ (born 1983 to 1994) 

who is dealing with the development of technology in era of 

IR4.0 [1]. Dealing with many challenges, academicians 

today are in heightened needs to perform well. Self-directed 

learning has been greatly emphasized, high preparation for 

dynamic curriculum, and the needs to keep up with 

technology use and modern learning tools has overstretched 

this population[2]. Correspondingly, academicians today are 

required to be more creative and multi skilled to ensure 

university good sustainability in moving towards IR 4.0 era. 

Concurrently, high workload has been a constant crisis 

where juggling multiple roles are perplexing (ex. teaching, 

supervise student, doing a research and even 

administration)[3, 4]. 

A recent NEU Workload Survey by National Education 

Union in 2018 had revealed long working hours remained an 

important crisis, whereby academicians were still dealing 

with accountability work although some progress had been 

made. Universities commonly segregated into two main 

categories, namely public and private. These two are which 

fundamentally different. Private university is also known as 

an academic centre, institute, college or learning centre that 

is dedicated to making learning and business a key aspect 

for success[5] . University with this status is established 

with the focus on business orientation. Their framework 

focuses on business sustainability, with common strategy 

includes highlighting organisational achievement, excellent 

staff performance and thriving and innovative culture. 

Otherwise, public universities focus more on community. 

This type of institution is giving more emphasis on 

innovative behaviour and development as well as creativity 

cultivation. In addition, public university often put more 

focus on research activities and teaching-based on research 

and development (R&D).  

Although public and private universities are disparate in 

terms of its mission and vision, however, academicians in 

both universities faced similar workload crisis. Evidence 

from previous research demonstrated negative impact of 

excessive workload on academician productivity and 

effectiveness [3]. As such, the management needs to be 

more sensitive and offer possible solution to help 

academicians cope with this situation since high workload is 

detrimental to well-being and overall performance [6]. One 
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 of the positive attitude that can be promoted is social 

support. Social support could be received from the co-

worker, organisation or supervisor. It is a series of 

experience of being valued, respected, cared about, and 

loved by others who are present in one’s life [7] . This kind 

of support stimulates positive feeling and encourages 

employees’ motivation[8].  

In the university setting, social support is mostly related 

to the support given by co-worker and head of department. 

Behaviours such as assisting and helping others who are in 

needs in the form of mentoring, feedbacks or advices are 

examples of supporting behaviour which frequently 

practiced. According to [9],  social support could be 

translated in the form of teamwork alike. Sharing of 

information and skills to solve the problem represent the 

higher-order of social support behaviour in the organisation. 

That is why, high social support typically coupled with 

higher employees’ satisfaction. As stated by literature, social 

support is vital to one’s job satisfaction. Since putting social 

support in place could enhance academicians’ motivation 

and attitude at work [10], therefore this research focuses on 

identifying differences of social support and job satisfaction 

in between public and a private academicians.  Also, to 

make comparison on the effect of social support on job 

satisfaction among academicians in a public and private 

universities.  

Overall, this research investigates the role of social 

support and job satisfaction in education setting. Specific 

research objectives are as follow: 

1. To identify the differences in terms of social 

support and job satisfaction levels among academicians in a 

Public and Private University in Malaysia. 

2. To examine the differences in terms of social 

support and job satisfaction levels among academicians in a 

Public and Private University in Malaysia. 

3. To compare the effect of social support on job 

satisfaction between academicians at Public and Private 

University in Malaysia. 

II. LITERATURE REVIEW 

A. Social support in organization 

Social support plays an important role in organisation. It 

is defined as one’s experience of being valued, respected, 

cared about, and loved by others [6, 7]. Researches have 

been suggested social support as vital factor that could 

promote effective workgroup interaction between 

employees, their supervisor, and co-workers in the 

organisation. Social support in workplace commonly 

categorised into two dimensions of supervisory support and 

co-worker support. Supervisor support concerns on a degree 

to which employees perceive their supervisors’ support, 

encouragement, and concern [11]. Meanwhile, co-worker 

support refers to other employees’ help, which usually given 

in the form of informal guidance while one’s carrying out 

duties in the workplace[12]. 

An employee skill and attitude development at workplace 

are highly depending on degree to which supervisors 

appreciate, contribute and care about their well-being [11]. 

Support given by either supervisor or colleagues are 

perceived as a source emotion cultivation, wherein it worked 

as an instrumental resource at work [13]. Those who receive 

superior social support are generally scored higher in 

satisfaction level compared to those who receive lower 

support. As support protects and encourages individual to be 

more efficient, those who are high at it, usually displayed a 

greater degree of work motivation [8]. Likewise, social 

support enhances employees psychological wellbeing 

alike[14]. 

Furthermore, Malaysia is very different in terms of 

culture compared to Western countries. Malaysia culture has 

normally been seen as collectivist. Said country is rich in 

traditional values and put higher importance in harmonious 

relationship, respect for hierarchy, reciprocity and loyalty 

[13]. Western in other hand, view independency at top. 

Individual has a right to express their opinion regardless 

position. Within this context, individual interests and 

satisfaction have been placed as a priority. Dissimilar to 

Malaysia, due to high in collectivist tendency, most 

employees tend to view themselves as an organizational 

member instead of an unique individual. Those in this 

setting place higher priority in harmony, therefore altruism 

and good supervisory relationship are highlighted as among 

needs for employee satisfaction and well-being [15].  

However, limited evidence has been available in 

discussing social support given in academic institutions. 

Due to different in work cultures, how social support is 

practiced could be dissimilar in both private and public 

setting. 

H1: There is a significant difference in social support 

levels between academicians at public and private 

universities.  

B. Job satisfaction in organization  

Since the early research on employees, attitudes have 

been receiving a great deal of attention among researchers in 

attempt to measure employee behavior within the 

organization. Job satisfaction is often discussed as a result of 

one’s interaction with the others and deals on his/her 

perception towards work environment [16]. It represents a 

set of external and internal factors that influence how 

employees feel about their work.  mentioned job satisfaction 

as key factor to recognition, income, promotion, and 

achievement which ideally linked to feeling of fulfilment.  It 

involves the experience of positive or negative feelings that 

underlines employees’ behavior and attitude towards their 

work [18] . 

There are three important features of job satisfaction [19] 

. The first characteristic relates to the organisation’s role. 

This notion believes that one should be guided by human 

values. Under this assumption, organisations will be 

expected to treat all of their workers fairly and with respect. 

In such a case, the assessment of job satisfaction may serve 

as a good indicator of employee effectiveness. Highly 

satisfied workers is a sign of good emotional and mental 

state of the employees, and a sign of good organisational 

culture has been putting into practice. Second, the behaviour 

of workers, depending on their level of job satisfaction 
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. Thus, depending on employees’ job satisfaction profile, the 

condition could be used to predict their future behaviour. 

Satisfied employee will result in positive behaviour and, 

whilst, dissatisfied employees will result in vice versa. 

Third, job satisfaction serves as an indicator of 

organisational activities. Through job satisfaction, 

evaluation of different levels of satisfaction in different 

organisational units can be defined, which in turn can serve 

as a good indication to enhance organisational performance 

[17, 18]. 

Theories on job satisfaction argues that satisfaction is 

related to the process of motivation. Herzberg’s Theory of 

motivation states that the perception of job satisfaction is 

based on evaluation on the internal (motivator) and external 

(hygiene) factor. Maslow theory (1970), otherwise said that 

satisfaction requires a fulfilment of basic need based on the 

hierarchy of needs. Based on this theory, physiological need 

is needed before moving to the higher level needs of safety, 

belongingness, love, and lastly need of esteem. 

However, little is known on the actual pattern of 

employee’s job satisfaction in both public and private 

universities. Even though, many empirical have been offered 

in understanding how job satisfaction worked in the actual 

organisations, yet, limited point of view is available in 

explaining how it is functioned in educational institution. 

Addressing this gap, the first hypothesis is as below.   

H2 : There is a significant difference in terms of job 

satisfaction levels between academicians at public and 

private universities. 

C. Social support and Job satisfaction  

High support from supervisors and co-workers could 

enhance academicians’ motivation towards their work and 

improve positive attitude in an organisation. Previous 

researchers suggested that social support in the organisation 

may influence employee’s positive feeling, work attitude 

and behavioral intentions [20]. Good supervisory and co-

worker support may bring the positive attitude to the job 

therefore contribute towards the increasing levels of 

employee’s job satisfaction [21]. In 2017, research by  also 

supported the previous research which are found that high 

support from supervisor and co-worker in organization give 

a positive effect on enhancing employee motivation and job 

satisfaction. This is because social support encourage 

positive relationship among employees, supervisor and co-

worker in organization which are can helps each other in 

doing job, solve problem which can enhance their 

satisfaction level.  

In organisation, support not only related to help others in 

doing job, social support involved all aspect such as socio-

emotional and intrinsic support among employees in one 

team as a platform to enhancing job satisfaction and 

productivity. In addition, comprehensive model which is Job 

demand resources model (JD-R model) also explain the role 

of social support as a one of the factor that can enhance 

employee satisfaction in job. JD-R model recommended that 

working condition which are related to high demand of job 

and resources have a connection with individual 

performance in organisation [23] As for social support, the 

support form supervisor and co-worker in organisation was 

related to job resources aspect in JD-R model which act as 

positive aspect to enhance employees saticfaction. 

Social Exchange Theory by Blau (1964) has supported 

the use of social support alike, wherein this construct has 

been used to modify the relationship between social support 

and job satisfaction. It has been found that the social 

construct helps buffering the effect of social interaction 

tendency towards job satisfaction. This is related to the 

mutual relationship between employees and organisation, 

which is not only focuses on reward but also involves 

emotional and social aspects [12] [24]. As a result, 

progressing understanding between both parties enhances 

employees overall job satisfaction. In this study background, 

since Malaysia is a collectivist culture, the expectation for 

social support to be practiced in the current context is 

anticipated. As been emphasized in prior studies, social 

support in collectivist culture is higher due the norms and 

societal practice [15].  

H3 : Social support significantly predicts job 

satisfaction of academicians in both public and private 

universities 

D. Conceptual model 

Figure 1 illustrates model of the current study. Social 

support acts as independent variable. Wherein, it represented 

by a total of two dimensions (i.e. supervisor support, co-

worker support). Whilst, job satisfaction is dependent 

variable. 

 
Figure 1: Conceptual Model 

III. METHODOLOGY/MATERIALS 

A. Research Design, Population and Sample 

This research uses a quantitative approach with the utilize 

of self-administrated survey in collecting the data. This 

approach has several advantages. It is more suitable for 

research with large samples size and more objective. The 

data by quantitative approach is also considered more 

quantifiable and more appropriate to be generalize to a large 

population [25]. This research has been carried out in two 

type of higher education institutions in Malaysia which are 

public and private university as a population. A sample 

comprises of 210 academicians from public and 210 

academicians from private universities, with an overall total 

of 420 when combined both. 

  

Social 

Support 

Supervisor Support Co-worker Support 

Job 

Satisfaction 



International Conference on Recents Advancements in Engineering and Technology (ICRAET-18) |15th and 16th 

March 2019|Siddhartha Institute of Technology & Sciences, Telangana, India. 

452 

Published By: 

Blue Eyes Intelligence Engineering 
& Sciences Publication  

Retrieval Number:E10630585C19/2019©BEIESP                

DOI: 10.35940/ijeat.E1063.0585C19    

B. Research Instrument 

The questionnaire of this study consisting of three major 

parts, which are demographic, social support scale and job 

satisfaction scale. This research was based on self-report 

questionnaire that focused on individual self-perception. 

Demographic data consisting personal details of the 

respondents of several questions about gender, ethnic group, 

religion, age, marital status, types of university, current 

position, levels of education and work tenure.  Second part 

of questionnaires consist of eight items to measure social 

support which are divided four item for supervisor support 

and co-worker support. Last part in this questionnaire 

consist of eight items to measure respondent satisfaction 

toward their job.  

Job satisfaction scale from Copenhagen Psychosocial 

Questionnaire (COPSOQ) was adopted to measure 

respondent satisfaction. The job satisfaction sub-scale of 

COPSOQ was developed by the Danish National Public in 

1997 and the scale has good reliability [26]. The 

measurement by previous research reported high internal 

reliability with coefficient alpha value 0.89 [13]. The 

researcher also chose four-item scales developed by [27] to 

measure respondents’ perceptions towards the level of social 

support from supervisor and co-worker they receive. 

Previous research [13] reported high internal reliabilities for 

both supervisor support (α=0.89) and co-worker support 

(α=0.91). 

C. Research Procedure and Data Analysis 

In this research, the first stage was researcher divided 

universities into two group or strata which are public and 

private university. University of Malaya (UM) was selected 

to represent a public university and Multimedia University 

was selected to represent a private university. In the second 

stage, researcher sought approval from Ministry of 

Education (MOE) to conduct a research among academician 

in University of Malaya (UM) and Multimedia University 

(MMU). After received approval from MOE, researcher 

continued with get the permission from Vice-Chancellor of 

UM and Vice-President (academic) of MMU to distribute 

questionnaires among their academicians. Researcher 

managed to get approval from MOE, UM and MMU and 

start distribute the questionnaires. Next, researcher 

distributed the questionnaires to the sample that was 

randomly selected from the population of academician in 

both UM and MMU. After obtaining the data from 

respondent, researcher continued with data analysis. The 

data was analyzed by using SPSS version 22. 

IV. RESEARCH FINDINGS 

The data was analyzed by using SPSS version 22. 

Descriptive statistic was used to identify the mean value, 

frequency and percentage. In this research, mean level will 

represent the level of social support and job satisfaction and 

among respondent either low, moderate or high. 

Independent t-Test was performed to determine whether 

there is a significant difference in the mean of two 

independent samples [28]. Since this research examined the 

comparison of social support and job satisfaction between 

two sample groups, researcher selected independent-sample 

t-test as a method to analyze the data. Regression analysis 

was performed to identify the effect of social support among 

respondent in this research. 

A. Demographic data of the respondent 

Table 1: Demographic data of the respondent 

 
Table 1 demonstrated that majority of the respondents in 

this research was female (53.6%) and aged between 40 years 

old and above (37.6%). The respondents were dominantly 

from the position of lecturers (52.6%) and only 27 

respondent (6.4%) with the position as Professor. In terms of 

level of education, there are 251 respondent with PhD 

holder and 169 respondents with Master holder. 

B. Finding on objective 1 

Objective one in this research focused on compare and 

investigate the level of social support and job satisfaction 

among respondent in a public and a private university. 

Result in Table 2 presented the comparison level of social 

support and job satisfaction. 

Table 2: Level of Social Support and Job satisfaction 

 
Table 2 represented the level of social support and job 

satisfaction among academicians in both university. High 

level of job satisfaction with the mean score 3.86 was 

represented by public university. Otherwise, the level of co-

worker support is high and supervisor support is moderate 

with the total mean score 3.68 and 3.61. Compared to 

private university, the finding revealed the high level of job 

satisfaction (mean value 3.76). Academician in a private 

university also have a high level of co-worker support and 

supervisor support with mean value 3.68 and 3.74 

Overall, there are differences level of social support and 

job satisfaction between academicians in a public and a 

private university. There is a high level of job satisfaction 
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 among academician in a public and private university, but 

mean value indicated that academicians in public university 

higher than public university. In contrast, academicians 

private university have higher social support (supervisor 

support and co-worker support) compared to academicians 

in a public university that have moderate level of supervisor 

support. 

C. Finding on objective 2 

Based on objective two, researcher examined the 

differences of social support and job satisfaction between 

academicians at Public and Private University in Malaysia 

by using analysis of Independent t-Test. Result from t-Test 

analysis was concluded in Table 3. 

Table 3: t-Test Analysis 

 
Result from t-Test analysis in this research demonstrated 

that there are no significant differences between 

academicians at public and private university in terms of 

their social support. Analysis reported that there is no 

significant differences of supervisor support (t(418)=0.843, 

p>0.05) and co-worker support (t(418)=0.934, p>0.05) 

between academicians in a public and private university. 

Based on the result, hypothesis one was rejected.  

In terms of job satisfaction, researcher accept the 

hypothesis two because analysis t-Test reported the 

significant differences of job satisfaction between 

academician in a public university and private university (t 

(418) = -0.948, p<0.05. Overall, academicians in a public 

and a private university only differ in terms of job 

satisfaction. Academicians in both university did not differ 

in terms of social support. 

D. Finding on objective 3 

In order to compare the effects of social support on job 

satisfaction among academicians in a public and private 

university, result from the regression analysis was presented 

in table 4. 

Table 4. Effect of social support on job satisfaction 

 

Table 4 concluded the effect of social support on job 

satisfaction among academicians in public and private 

university. Result indicated that supervisor support (β= 

0.219, p<0.05) and co-worker support (β= 0.351, p<0.05) 

significantly affect job satisfaction among academicians in a 

public university. This result demonstrates higher supervisor 

and co-worker support related to high job satisfaction. 

Overall, social support in this research contributes about 

28.2% to job satisfaction among academician in a public 

university.  

In terms of private university, result found that supervisor 

support significantly affect job satisfaction (β= 0.346, 

p<0.05). In contrast, co-worker support did not have 

significant effect on job satisfaction among academician in a 

private university (β= 0.108, p>0.05). Overall, 18.0% effect 

on job satisfaction was contributed by supervisor support. 

With this result, researcher accepted hypothesis 4 and 

confirmed that social support significant positively affect 

job satisfaction among academicians at public and private 

university in Malaysia.  

V. DISCUSSION 

This research concluded that social support and job 

satisfaction among academician in both public and a private 

university are considered high with mean value ranging 

from 3.68 to 3.76, but still need an improvement by the 

university to achieve mean value 5.00. Based on result in 

this research, co-worker support among academicians in 

both university is consider high due to the nature of their job 

scope as a lecturer that require good cooperation at the first 

place. Part of academician duty is to engage in internal and 

external collaboration as means of sharing knowledges and 

improving university reputation. This behavior requires a 

certain degree of understanding, working, supporting and 

helping others to ensure a good outcome could be retrieved 

at the end period of the partnership This is seen in most 

universities nowadays, with special attention to public 

research university (i.e Research University), which this 

type of university put more weight on active contribution in 

grant and paper publication [29].  

Described condition highlights a need for social 

interaction to accomplish research activities and publication. 

Working environment in public and private university also 

motivated by support from environment, enhancing quality 

of social relationship, friendly supervision and co-worker 

relationships assist to increase their effectiveness in work. 

Hence as mentioned by [30], positive social interaction with 

a supportive working environment may serve as a platform 

for individual to be more satisfied with their current job. 

Interestingly, although it is previously mentioned that 

public universities engaged in more frequent collaborative 

initiatives, this research has revealed that supervisor support 

is however lesser in public universities, if compared to 

private universities. This finding is disproved some 

statements in the past, which public working environment is 

highly oriented to services, security and good relationship 

with others [31]. The diminishing supervisory support in the  
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public university might be a sign that there is an ongoing 

crisis as employees in public are becoming more self-

oriented due to intense requirement. As mentioned by [32], 

the focus on R&D within the university had contributed to 

sprouting of individualistic culture and low volunteerism 

behavior as academicians are inclined to engage in self-

governing strategy to survive within this extreme 

environment.  

Adding to this, the claim which private university is 

inclined towards individual achievement [5] is refuted in 

this study too. Current finding in this research, however 

revealed that supervisory support in the private university 

setting is higher compared to the public university. Higher 

supervisor support in a private university may be related to 

its business practice. As private university vision focuses 

more on achievement and profit orientation [5], supervisor 

role has been greatly utilized in coaching and giving a 

specific direction to the existing employees and a new 

joiner. In other perspective, certain private university 

bounds to lower job security. This might indirectly 

encourage academician in those setting to put on more 

effort, and seek more supervisor support in challenging 

situation.  

In terms of job satisfaction, even though the mean value 

indicated both universities had high level of job satisfaction, 

there are significant differences found between both 

samples. Consistent with a research by [33], this study 

likewise found that the degree of job satisfaction is different 

in both setting.  Result indicated that academicians in public 

university are displaying higher job satisfaction compares to 

private university. A plausible reason could be justified by 

the levels of job security. Private university has been 

associated to lower security in comparison to public 

university. In most cases, employees in public university 

displayed higher satisfaction due to security in salary and 

benefits schemes [34].  

In addition, there are significant effect of social support 

on job satisfaction among academicians in Malaysia public 

and private university. As aforementioned, the level of 

social support and job satisfaction are high, but the result 

demonstrated only 28.2% social support contributed to 

enhance job satisfaction among academicians in public 

university. Result also indicated that only 18% social 

support contributed to enhancing job satisfaction among 

respondent in this study. This result concluded the 

differences effect of social support on job satisfaction 

between academicians in a public and a private university.  

Overall, below than 30% contribution of social support to 

enhance job satisfaction. Another 70% may related to others 

variable that has not been studied. Furthermore, since 

Malaysian practices a supportive environment and helping 

behaviour, thus why it does not appear to deliver such a 

huge effect on employees’ job satisfaction. As mentioned by 

[35], non-financial reward such as recognition, praise and 

appreciation employee job can help them feel comfortable 

and satisfy in doing their job. Review on factors affected job 

satisfaction among academician by [36] also stressed out 

that personal ambition, recognition and reward become a 

significant factors that contributed to job satisfaction among 

academician now days. 

VI. IMPLICATION OF THE RESEARCH 

The current research highlights an empirical investigation 

in comparing the effect of social support on job satisfaction 

among academicians in Malaysia public and private 

university. Based on the findings, this research highlights 

several important contribution and suggestions to both 

theoretical and legislation. In terms of theoretical 

implication, this research contributes to the current body of 

knowledge in several techniques. In the pursuit of 

understanding human interaction and attitude behaviour, it is 

essential to indicate and understand the link between social 

support and job satisfaction among employees in an 

organisation. This research contributes to relevant literature 

by investigating the link and the effect between social 

support and job satisfaction especially in the academic 

setting. 

This research also addresses several practical implications 

for organisation. Firstly, this research provides information 

on the importance of enhancing job satisfaction among 

academicians in Malaysia by focused on the implementation 

of the social support. Academicians with high social support 

always willing to help others that exceed their job scope and 

will concurrently help others seek ways to enhance 

university’s performance. The research findings also help 

management of public and private to design a good 

intervention or training to enhance job satisfaction by 

focusing on promoting social support among academician. 

Based on the research findings, university and higher 

education in Malaysia need to emphasis more on promoting 

social support.  

VII. CONCLUSION 

Based on this research outcome, social support become an 

important aspect to improving job satisfaction among 

Malaysian academicians. In Malaysia’s public and private 

universities, support from supervisor/head of department 

and co-worker respond as positive element to enhance 

academician’s satisfaction. Since there are significant 

differences of social support among academicians at public 

and private sectors, universities need to identify the most 

needed element to help their academicians to enhance their 

job satisfaction and promote social support. Even though the 

level of job satisfaction among both academicians are 

considered at high level, the mean values only around 3.7 to 

4.00. There is need to promoting social support to enhance 

job satisfaction in highest level by understanding in the 

differences need and desire by academicians in both public 

and private university. 

This research also reported the contribution of social 

support on job satisfaction that less than 30% for both 

university. Future research needs to explore more variable 

that can give huge impact on job satisfaction among 

academicians in a public and private university. At the same 

time, promoting the social support in higher education also 

important to help academicians survive in the era of IR4.0 

that gives huge impact on their career life. Since this study 

was carried out in Malaysia, it spreads the information and  
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studies regarding the comparison of social support and job 

satisfaction between academicians in public and private 

university. Since Malaysia was highly influenced by 

collectivism culture, this research also explains the crucial 

role of social support among academicians to enhancing job 

satisfaction. The role of university that stresses more on 

social support could help to enhance social interaction 

tendency and job satisfaction among academicians.  
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