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Abstract 

Adjustment is an important issue for all employees regardless of the industries in which they are in. These 
include those new teachers who fall within the education career category. The first few years of transition from 
being a trainee teacher to new teacher would call for these teachers to adjust themselves to new job requirements. 
New teachers are bound to deal with new tasks which they are unfamiliar with during teacher training. Hence, 
they need to adapt themselves to a different type of task, organizational culture and work environment. There are 
several factors that cause the early years of teaching being difficult. It is like teaching responsibilities, challenges 
of teaching, school culture, school climate and work environment that does not support. Each teacher had come 
from different circumstances, different backgrounds, and qualifications and they may vary. So it is clear that new 
teachers will need particular support in line with their needs. This conceptual paper proposes a new model of 
work adjustment to ensure better work adjustment for new teachers in Malaysian Public School. It is largely 
based on the Theory of Work Adjustment or TWA (Dawis & Lofquist, 1984). 
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1. Introduction 

This study is about work adjustment by new teachers in Malaysia. The transition from teacher trainee to teachers 
serving in schools, creating work transformation. They called them new teachers or novice teachers. The 
influence of the school context and background of individual personal experience during pre-service education 
are variables identified as significant contributors in the initial evaluation of their teaching experience (Flores & 
Day, 2006). The transition from teacher trainee to new teacher should not be something that is problematic or 
difficult. Yet there are many studies shows that new teachers faced the reality of this shock, challenges, 
workloads, conflict and self-adjustment problems. Studies in the country and abroad shows new teachers still 
find difficulties to adapt to their profession (Dropkin & Taylor, 1963). 

The success of a new teacher to adjust and get used to the new situation of the environment is important for 
career development in the teaching profession (Hoffman, Edwards, O’Neal, Barnes, & Paulissen, 1986). Various 
views and opinions presented to explain the emergence of problems faced by new teachers. Master of education 
Corcoran (1981) and Veenman (1984) attributed the problems experienced by new teachers with a concept of 
reality shock to explain the difference between the expected job duties with the reality in schools.  

New teachers in schools also often have trouble in the beginning of their career because they are not being able 
to apply the knowledge learned during the institution in a real classroom. The tendency of a control and plan 
adjustment changes experienced in career and the work duties or work responsibilities reflects the extent of the 
degree of capacity or ability to work adjustment of an individual. 

Mentoring, Self-Efficacy, Person Job- Fit and School Culture are the focused perspective by researchers working 
on the work adjustment of new teachers (Figure 1). These variables could identify the findings and contribute 
usefulness of the results obtained in this study. 
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Figure 1. Research framework for measuring relationship between mentoring, self-efficacy, person job-fit and 
school culture with work adjustment among new teachers 

 

2. Definition of Work Adjustment 

Work adjustment is a dynamic and ongoing process since employees will strive to achieve and maintain 
compliance with its working environment (Lofquist & Dawis, 1969). Black (1988) defines work adjustment as 
the work of individuals in a psychological comfort to face the various aspects of such supervisory 
responsibilities and other tasks in a new situation. Work adjustment also means the situation where an employee 
feels comfortable playing a new role and able to adjust to the standards and expectations of job performance 
(Aryee, Wyatt, & Stone, 1996). Thus in this research, the author defines work adjustment as a subjective 
evaluation of new teachers about their ability to adjust themselves to the demands of work, job performance 
standards and offer rewards in the new work environment. It is measured using the Work Adjustment Scale by 
Black (1988). 

3. Theory of Work Adjustment 

Theory selected in this study is Theory of Work Adjustment  by Dawis & Lofquist (1984). This theory 
represents the perspective of Work Adjustment, Mentoring, Self-Efficacy, Person Job-Fit and School Culture. 
Figure 2 shows a brief overview of the Theory of Work Adjustment by Dawis & Lofquist (1984). It was 
originally developed by Rene 'Dawis, Lofquist Lloyd George of England from University of Minnesota in 1964. 
Fundamental concept of the theory is based on the similarity and compatibility between individual factors and 
organizational environmental factors. This means mutually responsive interaction arises from the order and 
harmony of the compatibility of the individual to the environment and the environment on the individual. Good 
responsiveness between the two can complement the exacting requirements of the individual to his surroundings, 
and also to continue to survive, the individual has to reach a certain level to get you the suitability of the 
environment. 
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Figure 2. Theoretical framework of work adjustment 

 

This theory is supported by the assumption that individuals need to find a suitable gain equation and remains 
compatible with its surroundings. Dawis and Lofquist focus on the work environment because majority of 
individuals faced to deal with the situation. When individuals first enter the world of work, their aims are more 
focused to meet the working environment needs where certain skills that prepare them well adjusted to the work 
environment. Work environment complete certain rewards (salary, prestige, personal relationships) needed by the 
individual. Therefore matching the skills of the individual to his work is the individual response to meet the 
demands of the work environment (e.g. rewards). The work environment is constantly changing. Change is a 
dynamic and ongoing process that occurs in individuals and organizations in response to the current and future 
needs. Thus based on this theory, a dynamic and continuous process for obtaining and maintaining compatibility 
and similarity of individual work environment is defined as "work adjustment" (Lofquist & Dawis, 1969). In fact, 
the stability of the similarity and equivalence of individual and work environment can be explained and 
described based on the duration or length of service of an individual in his work. 

Similarities and correspondence skills of an individual, to complete and fulfill demands of the work environment 
can give satisfaction over his performance. Based on this theory, satisfactoriness and satisfaction indicate the 
level of individual success in achieving compatibility between self-preservation and the environment. 
Performance is an external indicator of compatibility (similarity) individual and his working environment. While 
satisfaction is an internal indicator of equivalence (equality) that can be seen through the assessment of an 
individual employee to the extent to which the work environment fulfill its requirements. 

Theory of Work Adjustment describes the relationship between the individual and his environment. The key 
point in the theory of work adjustment are: 

1) Work or employment conceptualized as the interaction between the individual and the work environment. 

2) Working environment requires specific tasks performed and the individual brings certain skills to perform 
certain tasks. 

3) For exchange individuals require compensation for the work performance and conditions of certain options, 
such as a safe and comfortable place to work. 

4) Environment and the individual must meet each other on an ongoing basis to maintain interaction. The extent 
to which the needs of both are met can be called as correspondence. 

5) Work adjustment is the process to achieve and maintain correspondence. Work adjustment is shown by the 
individual satisfaction with the work environment.  

6) Satisfaction and performance aspects of satisfactoriness are the result of duration and duration is the first 
indicator in work adjustment. The duration can be predicted from work personality correspondence with the 
work environment.  

7) Work personality and working environment can be described in terms of structure and style variables 
measured on the same dimension. 

Satisfactoriness 

Abilities Requirements 

Person Environment 

Satisfaction Values Reinforces 
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According to this theory, the closer a person's ability (skills, knowledge, experience, attitude and behavior) in 
accordance with the requirements of the role or the organization, the more likely that they will do well and is 
considered to be satisfactory by the employer. Similarly, strengthening closer (rewards) role or organization in 
accordance with the values that are to be met by a person through their work, the more likely someone is going 
to see the task as satisfying. Based on the Theory of Work Adjustment, there are six core values set out to 
achieve satisfaction; (1) Achievement, (2) Comfort, (3) Status, (4) Generous, (5) Safety and (6) Autonomy. 

Levels of satisfaction and performance are seen as a predictor of a person will remain in employment, succeed in 
it and accept progress. This theory recognizes that compatibility between the individual and the environment 
may not be perfect, because individuals may have chosen the wrong career or organization has chosen the wrong 
candidate. Even good compatibility may vary over time. People skills may be developed so that they become 
bigger role or priorities may change due to non-work commitments. 

The nature of the work, the nature of the reward or the ability of employers to offer rewards to be changed. The 
flexibility of a person or the environment will determine the extent to which individuals can tolerate any lack of 
compatibility between the abilities and needs and-or values and strengthening (rewards). Flexibility will vary 
from individual to individual and from environmental sustainability. According to this theory, the internal and 
external factors affecting the level of flexibility. When the lack of compatibility is so large that the flexibility is 
no longer viable and ranked some of the adjustments will occur among individuals and organizations to meet the 
lack of compatibility. 

In addition, Dawis & Lofquist (1984) have developed the hypothesis that experience traveled through various 
activities, in the face of diversity jobs and innovation in doing things will improve an individual's style of work 
adjustment. Active adaptation by individuals to engage them to try to change or alter their work environment. 
They may try to change the content of the work and therefore needs behavior, to better reflect their abilities. In 
addition, they may try to change the rewards of work by applying for different rewards, such as better working 
conditions or greater responsibility. Enabled by environmental adaptation may involve through efforts to change 
the skills of employees through the change or hope in some way. 

Inactively adaptation may involve individuals attempting to change their behavior to better suit the environment 
or to change their personal preferences or work values. Similarly, the environment can alter the responsibilities 
of the role that better suits the natural strength of the individual or change the reward to try to increase job 
satisfaction. Persistence is defined as the point where the individual or the environment will continue to try to 
adjust before giving up. When there is no adjustment that can be done, something more dramatic happens where 
the individual leaving their jobs or laid off. Hence, the relevance of this theory to mentoring, self-efficacy, 
person job-fit and school culture is based on how the adjustment is made because the constantly changing work 
environment requires that an employee should always be tolerant and adapt to his environment. 

4. Predictor’s of Novice Teachers’ Work Adjustment 

4.1 Self-efficacy 

Efficacy or self-confidence means a person in the performance of his behavior to achieve a purpose to be 
successful. Although the concept of self-efficacy was first presented in the context of social psychology, but the 
ability of psychologists define this concept is by early definition by Bandura (1977). He defines self-efficacy as 
the degree of difficulty of a task for which the individual is of the opinion that the ability is sufficient to enable 
him to make a change. Bandura (1986) state self-efficacy influences performance by increasing effort and 
perseverance. Individuals with high self-efficacy work harder and able to work long hours compared with 
individuals with low self-efficacy (Wood & Bandura, 1989).  

Efficiency is also referring to an individual ability to achieve one goal. It is an assessment of the ability to 
organize and execute the sequence of presentation behavior required to achieve this aim (Bandura, 1982). 
Ramey-Gassert & Shroyer (1992) argues that self-efficacy can be defined as one's confidence in the abilities 
available to him. Individual behavior in the context of an organization is strongly influenced by the interaction of 
the individual with the environment situation of his career. Individuals will adjust behaviors and actions to 
achieve the goals and 'outcomes' of the intended use (Bandura, 1977, 1986, 1997) . This process is known as 
self-efficacy formation.  

Gist, Mitchell, & Mitchell (1992) emphasized self-efficacy as the assessment of an individual's ability to 
implement specific tasks. Gist (1992) outlines three key aspects of the concept of self-understanding. First, 
self-efficacy involves the consideration or 'comprehensive summary' by individuals to perform its specific tasks. 
In such organizations, the information "comprehensive summary" can be attributed to the individual himself, or 



www.ccsenet.org/ass Asian Social Science Vol. 10, No. 16; 2014 

94 
 

the task to be performed, or information from other people in the organization. Second, self-efficacy involves a 
component of motivation and individual motivation. Third self-efficacy constructs a dynamic nature, and it 
changes according to the response or interaction to experience the environment and new information. 
Self-efficacy in individuals more concerned about the ability of individuals to balance demand and time 
pressure.  

According to Ramey-Gassert & Shroye (1992) self-efficacy can be defined as one's confidence in the abilities 
available to him. According to him, the belief in the ability of an individual is in itself can cause a person to act 
in a better and more accurate. Self-efficacy is defined as an individual's beliefs about their ability to perform a 
particular behavior or task successfully (Bandura, 1977). According to Bandura, the ability of an individual is 
determined by four principle sources of performance information (performance accomplishments), representing 
experience (vicarious experience), verbal persuasion (verbal persuasion) and psychological state (psychological 
states). 

Self-efficacy is based on the individual's perception of certain behaviors and outcomes specific to them alone. 
For this reason, self-efficacy is considered as a particular situation and does not cross over from one aspect of the 
behavior of others (Bandura, 1986). Individuals can show the level of self-efficacy when engaging in certain 
behaviors. Four sources of self-efficacy are performance accomplishments, vicarious experience, verbal 
persuasion and psychological states. Self-efficacy is also often associated with job satisfaction, commitment, 
performance and job strain. This argument was voiced by Louis (1998) with the view self-efficacy is important 
because it involves effective controls of emotion by teachers and school administrators in facing problem and 
situations more rationally. 

One’s self-efficacy can lead to the formation of a variety of behavior when he is carrying out his duties. 
Self-efficacy in this study is defined as one's confidence on himself to perform the required tasks. In this study 
the researchers looked at the general self-efficacy. It is measured using ‘Perceived Self-Efficacy Scale' (PSE) by 
Coppel, (1980). 

4.2 Mentoring 

Based on the new teacher's perspective, mentoring can be defined as the support and assistance of expert 
individuals with new individual or less experienced individual (mentee) by an experienced (mentor), aims to 
help the development of skills (mentee) and the practice of a profession (teaching) through a specific context 
(school or college) (Hobson, Ashby, Malderez, & Tomlinson, 2009). Effective support through mentoring has 
helped to increase the retention of new teachers (Brill & McCartney, 2008; Ingersoll & Strong, 2011; Johnson & 
Birkeland, 2003; Wilkinson, 2009). In addition, the definition of mentoring according to Anderson & Shannon 
(1988) is: "a process of care that would mean that the occurrence of the development process where the mother 
acts as (model, sponsoring, encouraging, and counseling and befriends friendly) that he was able to identify 
abilities, a psychological experience and maturity in care and can provide activities that will lead to 
growth. 

Attributes involved in the definition mentoring by Anderson & Shannon (1988) is the first, the process of care 
(Nurturing). Mentors will provide an environment for personal growth, knowledge and personality (mentee) to 
provide all appropriate assistance. Second, act as role models. Mentors will provide an overview of the weaned 
on what happened. (Mentee) will be able to see some degree of maturity itself through other adult individuals 
(Levinson and colleagues, 1978). Various aspects of mentoring experience have demonstrated to have an impact 
on teach mentors themselves.  

There is evidence through the study of learning mentors 'self-reflection or reflection-criticism' in their personal 
practice (Abell, 1995; Kwan & Lopez-Real, 2005; Simpson, Hastings, & Hill, 2007). Things will be a mirror of 
the (mentee) and should serve as required. Third, the five functions mentoring (teaching, sponsoring, 
encouraging, counseling and befriends friendly). Five functions are seen as 'conjunctive' (meaning mentors 
willing exhibits one of the five functions if needed). Fourth, professional and personal development. Programs of 
teacher professional development is important for new teachers to track the progress in the field of education, 
teaching and learning strategies and realizing the educational needs of the present. The last attribute is 
continuous loving relationship. The form of relationships that exist in mentoring can be considered the same as a 
good substitute parents as caring for their children. Mentoring can be defined as an activity performed with the 
intention of matching individuals who are inexperienced with experienced partners with a view to guide and 
nurture the development of the inexperienced individuals (Pitton, 2006). Pitton also noted mentoring is a key 
strategy to help new teachers to succeed in the navigation routes and methods into a profession. 

In this research mentoring is defined as the perception of a new teacher about the relationship with a mentor who 
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carried major role on the effectiveness of the implementation of mentoring program at the school. It consists the 
dimensions of career guidance and social guidance which specifically focused on social perceptions of mentees 
(new teachers) to mentor. These dimensions are measured using ‘Mentoring Survey Instruments’ by Wakeham 
(2003). 

4.3 Person Job-fit 

Person job-fit is a correspondence between the knowledge, skill and ability of an individual to claim his work 
demand (Sekiguchi, 2004). Young & Ryerson (1986) defines person job-fit is on the specific requirements of the 
work to a policy operated through the correspondence of knowledge, skills and abilities of the individual against 
the needs of the job. According to Kristof (1996) person job-fit can be defined as the relationship between the 
ability of individuals to specific job requirements and the desire of individuals to attribute specific work. 

In an organization, the correspondence can be determined by various methods based on the aspects that are 
assessed in the work environment. Person job-fit is one of the dimensions of a correspondence which is 
researchers focused in this study. Person job-fit dimension is found in environment job-fit perspective. Person 
job-fit is defined as the relationship between the ability of individuals to specific job requirements and the desire 
of individuals to attribute a specific job (Edwards, 1991; Kristof, 1996). 

Person job-fit is also known as a bridge between the individual criteria and work or tasks performed in the 
workplace. Person job-fit can be operated as a compromise between the knowledge, skills and abilities to the 
needs of the demands of work (Caldwell & O’Reilly, 1990; O’Reilly, Chatman, & Caldwell, 1991). Edwards 
(1991) defines person job-fit as a compromise between individual capabilities and requirements of the work or 
the will or desire. Edwards (1991) has outlined two basic concepts in person-job compatibility. First, the 
correspondence needs capacity demands (demands-abilities fit) which means the knowledge, skills and abilities 
of an employee who can equal to a work that is required. Second, compatibility requirements, providing for 
('needs-supplies fit') which means desire, needs and wants of employees is appropriate to the task to be 
performed. Compatibility requirements, in particular the ability claim is based on the dimensions of the 
knowledge, skills and abilities of individuals and also duties and requirements of the organization. Compatibility 
requirements, preparation needs, focuses on the individual needs and desires, the desires of the value or type the 
desired value in the organization. Studies have shown that work-related constructs are related to the behavior of 
the strongest in the work, in which the related constructs of organization is most closely associated with the 
behavior in the organization (Shore & Martin, 1989). Therefore, based on the domain of correspondence, job 
satisfaction can be linked strongly to the correspondence of individual jobs. In addition, person job-fit can have a 
significant impact on an individual's work performance. 

4.4 School Culture 

The school culture is the personality of the school that influence the way a job is done. The school culture is 
often described with a concept 'this is how we do the work here’ (Ruhani, 2009). Luthans (1995) highlighting six 
key characteristic from school culture, namely (1) observed behavioral regularities; the mode of action of the 
members who are observed (the senior teachers in school), (2) norms of behavior, (3) dominant values; core 
values of the practice, (4) philosophy; policies with respect to the confidence of the school, (5) rules or 
guidelines strongly held by the school and (6) organizational climate that overall feeling that is reflected and 
transmitted through the space, how to interact with members of the school.  

Some aspects of the school context have attracted researchers to look at the impact on the perspectives and 
practices of new teachers in the school. School culture, school rules, curriculum, time allocation, teaching, the 
influence of teachers, relationships with parents, classroom ecology, colleagues, school characteristics, patterns 
of school administration, class size and school calendar are school context variables which plays an important 
role in the process of adjustment and new teacher work (Bullough, 1989; Crow, Robert, & Knowles, 1989; 
Hebert & Worthy, 2001). According to Deal & Peterson (1999) culture is a complex whole entity. It covers 
aspects such as knowledge, belief, art, morals, laws, norms, customs and other skills and habits inherited or 
acquired and applied in our lives. All of these elements are important in describing a thing or behavior (Deal & 
Peterson, 1999). Banks (1993) and Peterson & Deal (1998) also define the culture of the school as a social 
system that has a culture of its own. It consists of institutional norms, social structure, beliefs, values, symbols, 
traditions, goals and objectives of their own to form their own organization. 

According to Comer & Kelly (1980) educators need to work together to create a school that is productive and 
livable. 'Research for Better School' has done a study on 200 outstanding schools in the United States and has 
enlisted some cultural traits possessed by the schools of the school to provide maximum facilities to the students, 
the curriculum focuses on the content and skills, leadership providing vision and resources, teachers are provided 
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with sufficient resources and the school does not accept any excuse (Don & David, 2006). All these features are 
connected to a positive school culture and balanced adjustment leading to new teachers. 

The importance of culture in schools has also been agreed and strengthened by Stolp (1994) describes a healthy 
school culture has a strong relationship with academic achievement and motivation, productivity and satisfaction 
of teachers. As conclusion school culture is covering the school practices, collective trust, communication 
systems and climate of a school that practiced collectively.  

Hoy and Miskel (in Prestorius & Villiers, 2009, p. 33) describes school climate as the heart and soul of a school. 
School culture in this study look the school as a community. It consists the dimensions of school climate are 
community learning and collective problem solving. It is measured using a combination of School Culture Scale 
Indicators by McLaughlin & Talbert (2003) and Hoy, Smith, & Sweetland (2002). 

5. Conclusion and Implications for HRD Theory and Practice 

This article has aimed to develop a theoretical framework for measuring new teacher’s work adjustment. The 
article concludes that the individual factors (self-efficacy and person job-fit) and organizational environmental 
factors (mentoring and school culture) could potentially predict work adjustment of new teachers (see Figure 2). 
The domains of individual-environmental interactions are in line with the three core areas of HRD, as work 
adjustment or adaptation is now being addressed in the implementation of HRD practices: (1) personnel training 
and development; (2) career development and; (3) organizational development. 

The present framework suggests specific individual’s factors and organizational environmental factors can lead 
to better work adjustment. New teachers in school with higher levels of self-efficacy and higher levels of person 
job-fit are believed to achieve better work adjustment. Effective mentoring programme and positive school 
culture are also believed to lead better work adjustment among new teachers.  

Hence, specific programs for personnel training and development for new teachers such as confidence 
stimulation and job-related knowledge and skills training should be provided by the organizations. These can 
help to build their self-efficacy to higher level and to identify their person job-fit level. Organizations also play 
important role through organizational development interventions such as mentoring to guide the new teachers in 
their career planning and throughout their career path. Guidance and feedbacks from the supervisors and 
superiors on new teacher’s performance would allow new teachers to lead better work adjustment and thus avoid 
the formation of low person job-fit perception. Author further conclude that schools should take into 
consideration the programs designed for new teachers. A better program would lead to better work adjustment of 
new teachers. 
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