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A Study on Workplace Stress on Employee Performance amongst  

the Working Adults in Kuala Lumpur 

 

By 

 Kalaivani Murugaiah 

July, 2021 

In today’s business environment, workplace stress being an important factor in 

influencing employee performance in any organization. A variety of workplace stress 

is examined in this study. Ultimately, the goal of this study is to find out what factors 

contribute to workplace stress in Kuala Lumpur, and how that stress affects 

employees' ability to perform their jobs. The independent variables for this study are 

workload job insecurity, role ambiguity and working relationship. The dependent 

variable is stress. An analysis on factors of workplace stress and way to prevail over 

the stress has provided in this paper. This research will provide better understanding 

on the workplace that influencing employee performance. Comprehension on the 

workplace stress will help to plan proper way to manage the employees.  

Keywords: Workplace stress, employee performance 
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CHAPTER 1 

 INTRODUCTION 

1.1 Background of the study 

 In this 21st century people are required to survive in the competitive work 

environment. Certainly, their high performance will motivates and ensure them to 

sustain in a job. Employees are challenged by the dynamic works whereby they 

needs to face pressure of change in the both in and out of the workplaces. 

Employees must always adapt to organisational change, competitive pressure, and 

new impediments in order to increase performance and productivity. The heaps of 

challenges and uncertainties they find every day in their workplaces gradually drive 

them towards stress.  

According to Robbins and Judge, stress occurs when an individual or employee is 

presented with an opportunity, demand, or resource that is directly related to his or 

her desires (2007). The outcome is both unclear and crucial. Demands constrict, 

which prevents us from doing and achieving what we wanted, they say.  

An employee's ability to control how well he or she meets those demands causes 

workplace stress, which manifests as harmful physical and emotional reactions. 

Usually, stress is brought on by a job's high demands and limited ability to control 

those demands. Workplace stress can come from a variety of sources or from a 

single event. It may also affect the employees as well as employers similarly. Usually 

some kind of stress is acceptable (referred as “challenge” or “positive stress”) except 

the stress happens out of control, there is a change in both physical and mental may 

arise.  

 

1.2 Problem statement 

 Extreme work stress can make a person feel unappreciated, which can lead 

to a drop in performance. This is largely because employees are disinterested in 

their work and underperform. Stress in the workplace has the potential to be both 

beneficial and harmful. When people are motivated to work effectively and perform 

well, workplace stress can be beneficial. It will enable them to explore new 
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possibilities, resulting in increased job productivity. Vice versa, when workplace 

stress increase the amount of pressure on employees to work, however this does not 

result in a beneficial consequence, it considered as counter-productive. Workplace 

stress also may lead to increased ill-health, high labour turnover, low morale, high 

absenteeism, poor motivation and many more. 

According to Levi (1996), stress is caused by a variety of demands (stressors), such 

as an insufficient fit between what we need and what we're capable of, as well as 

what our environment has to provide and what it expects of us. People may feel 

stressed, according to Leka et al (2004), when their resources, such as their 

understanding and capacities regarding the issue, are judged to be insufficient to 

cope with the hassles and challenges in the surroundings. Work-related stress, 

according to Chase and Aquilano (2012), can lead to a drop in performance, 

unhappiness, a lack of motivation and dedication, as well as an increase in 

absenteeism and attrition. Mathis and Jackson (2000) define performance as the 

amount and quality of work completed while taking into account the resources used 

to complete that work. 

Numerous researches have been done regarding stress and employee performance 

in both Malaysia and overseas. However, there are limited researches available in 

Malaysia on the relationship between workplace stresses. Therefore, this study aims 

to identify the impact of workplace stressors on employees' productivity. Because 

workplace stress may generate problems for the business and its employees in the 

future, the current study is focusing on variables that cause workplace stress and 

how to overcome it. The goal of this study is to identify workplace stress among 

working professionals in Kuala Lumpur. However, the scope of the study is restricted 

to the level of employee satisfaction at the Kuala Lumpur. A list of recommendations 

that will be discussed at the end of the research would motivate employees to 

achieve a better job performance. 
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1.3 Research Objectives 

The objectives of the study will be:  

i. To examine whether the workplace stress results in poor performance of 

an employee. 

ii. To determine the relationship between workplace stress and employee 

performance. 

iii. To determine factors that lead to workplace stress. 

iv. To identify how the factors of stress affects the life at workplace. 

 

1.4 Research Questions 

i. Does the workplace leads to poor performance of an employee? 

ii. Any relationship between workplace stress and employee 
performance? 

iii. What are the factors that lead to workplace stress? 

iv. How the factors of stress are affects the life workplace? 

 

1.5 Significance of the Study 

 This study's objective is to learn more about how stress at work affects Kuala 

Lumpur employees' performance. The findings of this investigation have implications 

on both a theoretical and practical level. Throughout this research, the workplace 

stress factors that influencing employee performance will be highlighted. There are 

many factors of stress which affects each individual in different ways and gradually 

influence performance of employees. If the employer could identify the types of 

stress, they can easily overcome the problem to optimize the employee 

performance. The findings of this study could assist to manage the workplace stress 

and to improve the employee management. 
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1.6 The organization of the Study 

 Each section of this research is broken down into its own subsection. In the 

first chapter, you'll learn about the study's background, problem statement, research 

objectives, research questions, and the study's significance. An overview of 

workplace stress and employee performance is provided in Chapter 2, where it will 

be summarised. This chapter will cover the theoretical underpinnings, empirical 

research, a conceptual framework proposal, and the development of hypotheses. 

This research methodology will be examined in detail in Chapter 3, which will focus 

on data collection methods and data operationalization/measurement based on 

variables as well as data analysis tools. Chapter 3: Research Design, Study 

Population and Sampling Procedures. The research findings will be analysed and 

discussed in detail in Chapter 4. Chapter 5 will go over the findings and 

recommendations of the study in great detail. 
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CHAPTER 2 

LITERATURE REVIEW 

 2.1  Introduction 

 Chapter 2 is a summary of literature review on the relevant theories which has 

been contributed to the current theoretical framework. There are many different 

factors of workplace stress that influencing employee performance. An overview of 

stress, the workplace, and employee performance is the focus of the first section of 

this chapter. Different workplace stress factors that affect employee performance has 

been investigated. Literature has reported on the definition and importance of each 

factor, as well as on the relationship between independent and dependent factors. 

Finding of other researchers on the similar studies also has been discussed in this 

chapter. The chapter ends with the proposed conceptual framework and the 

hypothesis development. 

 

2.1.1 Definition of Key Terms 

 Stress 

 Nowadays stress become a part of our life. Stress is a normal reaction of our 

body when changes occur. The reaction on those changes could happen physically, 

mentally or emotionally. People can experience stress from their environment, their 

body, and their thoughts as well. In some situation, stress can act positively to keep 

us alert, motivated and prepared to avoid any danger may arise. On the other hand, 

stress become negative when a person continuously facing challenges without 

relaxation or relief between stressors. At the end, that person become overworked 

and stress related tension construct. 

Workplace stress occurs when the needs of the role, the skills of the employee, and 

the available resources are not aligned. Whenever the amount of work required 

exceeds the capacity of the employee to deal with it, it can lead to stress caused by 

the job. Situations that are unpredictably or uncontrollably uncertain, ambiguous, or 

unknown, or that involve conflict, loss, or performance expectations are also likely to 

cause stress. Moreover. Having coping skills (such as problem solving, 

assertiveness and time management) along with working in a healthy and 



6 

 

comfortable environment and having social support are resources that can help you 

deal with the stresses and demands you face at work, according to research. 

Stress is a result of people's reactions to work-related situations. Individuals' 

reactions may differ. Both an employee's work and personal life influence how they 

react to situations at work, and this can have a negative impact. Continuous stress 

without relief may lead to a condition known as distress. If you are in distress, your 

body's internal balance or equilibrium may be disrupted, which can lead to physical 

symptoms like a swollen or upset stomach, headache, discomfort in the chest, and 

sexual dysfunction. Emotional problems such as panic attacks, sadness, and other 

types of anxiety and worry can also be caused by distress. Workplace stress, on the 

other hand, can have a beneficial effect if employees use it as a source of energy 

and motivation to overcome obstacles. Employees can improve their performance on 

difficult tasks by counteracting the negative effects of harmful stress.  

 

 Employee Performance 

 The negative effects on employee performance are the most serious concerns 

in workplace stress research. The effectiveness of an employee's work is measured 

by how well they fulfil their responsibilities and complete their tasks. Employee 

performance comprises factors like effectiveness, quality and quantity of work 

including the employee behaviours in the workplace. There are possibilities that 

employees couldn’t perform exactly as they have in the past due to workplace stress 

and changes they are experiencing. Employees in stress facing physical, 

psychological and organizational burnouts which hinder them to meet the 

organization expectation.  

During stressful times or situations, employees lost their self-confident and being 

weak or inability to complete any task. Upcoming deadlines chase them even after 

they make the commute home. Work affects family which affects work and the cycle 

continues. Withstand stressful situation at work not only creates negative impact on 

employee, but also hold back overall performance at organizational level. In any 

case, psychological or mental arousal can sometimes boost employee performance, 

but only to a point. For an instance, lower level of enthusiasm is needed to make 
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possible of a tough job. Vice versa, higher level of enthusiasm can always boost 

motivation to perform better.  

Employee performance was shown to be unsatisfactory regardless of whether the 

stress level was very low or very high. Employees' energy may be insufficient at 

modest levels of stress, resulting in inadequate productivity due to could not 

committed their job whole-heartedly. Instead, employees struggle to get out of the 

stressful situation when the stress reached to maximum level and this situation leads 

to lack of concentration on work. When employees are under stress, production goes 

up at first, but then goes down as their anguish grows. The positive impact of work 

stress on employee performance can be managed, but when it goes beyond that 

point, it has a negative impact on performance. 

 

2.2  Theoretical Foundation 

2.2.1 Person-Environment Fit Theory 

 The theory of person-environment fit examines the relationship between a 

person's characteristics and their surroundings. Actually, individual not only influence 

his or her environment, yet the environment also impact on individual. The 

competency connecting a person and his environment could influence his overall 

mental and physical health, motivation as well as behaviour. The person-

environment theory presume that an individual’s adaptive change could be acquired 

from his developmental stage and the surrounding environment.  

This theory is related to work stress which describes stressful experiences. First is, 

about the outcome on the needs of employees and the misfit between supplies at 

work. Second is, regarding the outcome of misfit on the work demands and abilities. 

According to the Person-Environment Fit theory, stress at work can be traced to a 

mismatch between an individual's talents, resources, and capabilities and the 

demands of the workplace (Caplan 1987, French, Caplan and Van Harrison 1982). 

Stress can develop when a worker's attitudes and abilities don't match up well with 

the demands of the job or when the workplace doesn't meet the needs of the 

workers, according to some research (French, Rodgers and Cobb 1974). Theory 
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suggests that the degree of mismatch between a person's occupation and the strain 

they feel is proportional to the individual's magnitude (Pithess). 

2.2.2 Job-Demand Control Theory 

 To better understand workplace stress and stress variables, sociologist 

Robert Karasek (1979) developed the Job-Demand Control (JDC) model. In terms of 

workload and other work-related stress, it was found to be the most effective model. 

Working-related stress is thought to be caused by a complex interplay amongst 

cognitive, emotional, and authority-related aspects of the job as well as job control 

and skill discretion. These factors are all intertwined with workload. This theory is 

based on research by Karasek. The JDC model focuses on anticipating 

psychological strain's effects, and employees who are subjected to high demands 

but have little control over their work are more likely to experience psychological 

distress and strain because of it (Beehr et al. 2001). 

According to Job-Demand Control theory, the objective was to strike a balance 

between the demands on employees and their level of freedom and discretion. 

Workplace demands put a lot of stress on employees who can't pick when they do 

their jobs, according to Karasek. When one's sense of control is diminished or lost, 

the workload becomes unbearable, and stress sets in. Personal control, contrary to 

popular belief, helps people feel less stressed, despite the enormous demands of the 

job. The stress level of employees is significantly higher in jobs where they have little 

or no control over deadlines or time constraints. Autonomy plays a much bigger role 

in stress development than task difficulty or high demands do. 

This model's strength is that it allows employees to adapt to 'active-learning 

occupations,' which can be a method of problem solving, if they are given enough 

freedom to use the abilities that are available to them (Mark and Smith, 2008). They 

say the Demand-Control model fails to account for other demands (Cox et al. 2000) 

and assumes a high level of control is always sought, which will be tested in the 

future. For those who don't realise that job control isn't always desired, and for those 

who believe they can control the stressor, low self-efficacy may set in (Mark and 

Smith, 2008). 
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2.3 Empirical Research 

 There are many researchers have strived to empirically analyse the factors of 

stress at workplace and their effect on employee performance. Mathangi Vijayan 

(2018) identified Workload, job security and shift work to be the leading causes of 

stress to Aavin company. Samuel Ajayi (2018) in his sample of 150 employees from 

the Nigerian Bank industry, 95.2% employees agreed that excessive workload is the 

major cause of stress. Additionally, 94.66% employees reported that fatigue due to 

stressful workload is a major factor that resulting in stress at workplace. As a result 

of this, recent research (Ahmed & Ramzan, 2013) shows a negative relationship 

between job stress and employee performance. A similar study found that the most 

significant sources of stress for employees were workload, conflicting roles, and 

inadequate monetary compensation. As per Al-Aameri AS, a heavy workload is one 

of the six factors that contribute to occupational stress (2003). 

The rapidly changing global landscape increases the pressure on workers to 

maximise output and competitiveness. It's undeniable that employees must multitask 

in order to keep up with rapidly changing technologies in their workplaces (Cascio, 

1995; Quick, 1997). Because of this, job pressure was identified as a significant 

influence on the final result (Cahn et al., 2000). The current work culture, which 

requires employees to work long hours and manage heavy workloads while meeting 

production targets and deadlines, has left most employees dissatisfied, according to 

a UK study. (Townley, 2000) 

A person's level of job uncertainty is defined as the difference between the level of 

security they feel and the level of security they prefer in terms of keeping their 

employment status (Swaen et al., 2004: 443). Examining the relevant research 

shows that job insecurity is generally linked to negative work outcomes like poor 

performance (Wang et al., 2014). Because of the stress it causes in today's 

workplace, researchers have found empirical evidence of a connection between job 

insecurity and employee reactions. Workplace attitudes as well as employee health 

and well-being suffer when people are concerned about their jobs being secure. 

(Hellgren et all., 1999; Jonge et all., 2000). Having a sense of insecurity at work has 

been shown to have a negative impact on both physical and mental health (Storseth, 

2006: 541). 
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There are several empirical studies could be found on role ambiguity. According to 

Johns (1996), role ambiguity has been linked to a variety of health problems. For 

those with low ambiguity tolerance, a lack of direction can be especially stressful. 

Uncertainty in one's role is referred to as role ambiguity, and it makes it difficult to 

carry out one's duties (French and Caplan, 1972; Kahn, et al, 1964). A person's 

perception of the expectations others have of them is reflected in how they perceive 

their role (Alexandros-Stamatios et. al., 2003). According to Beehr et al. (1976) and 

Cordes & Dougherty (1993), Ambiguity in the role occurs when a person is unsure of 

their role's requirements, how to meet those requirements, and the evaluation 

procedures available to ensure that their role is successfully performed. Jackson & 

Schuler (1985) and Muchinsky (1997) both claim that stressing role ambiguity has 

negative consequences such as decreased confidence, a sense of futility, worry, or 

depressed mood. 

According to the results of various studies, workplace relationships influence 

employee performance. Instead of being an internal state of the person, stress is a 

result of the individual's interactions with his work environment, claim Cox Dewe and 

Ferguson (1993). This interaction can be thought of as a persistent transaction. 

Margot Shields (2006) suggested that isolation is not source for the work stresses 

but indeed interact with one another. Meneze (2005) described that performance of 

employees decrease when the degree of involvement in decision making get 

affected. There were two major sources of stress for Meneze's employees: a lack of 

compatibility with the organisation and a lack of input into decision-making, all of 

which resulted in a lack of control over the work environment and personality traits 

like a lack of relaxation. 

Organizing job stress, according to Desseler (2000), leads to decreased productivity, 

increased turnover and grievances, as well as higher health care costs. Based to a 

study of 46,000 employees, they are seeking health care for ambiguous physical and 

psychological complications that could result in more serious illness as a result of 

stress and depression. Medical expenses were 46% higher for high-stress 

employees compared to their less stressed counterparts. According to the Levin-

Epstein (2002) study, workplace stress had a detrimental effect on non-profit 

organisations, including lost time from work, increased health care costs, turnover, 

decreased productivity, and low staff morale. According to Anderson and Kyprianou 
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(1994), cardiovascular diseases are responsible for about half of all deaths in men 

and women each year in the United States, the United Kingdom, and several other 

European countries. They also stated that several studies have shown that social 

and psychological factors may have a significant impact on risk, which has prompted 

research into workplace factors that may have an impact on the vulnerability of 

people to heart disease. 

As Frost (2003) points out, even the most dedicated and hardworking employees 

can suffer from a bleak work environment or bad news that saps their energy, 

undermines their ambitions, and undermines their self-esteem. Employees 

experience distress primarily as a result of inflexible company policies, abusive 

managers, difficult co-workers or clients, or poorly managed change. Beyond 

leaving, which has its own set of costs for the organisation, Frost (2003) stated that 

acts of vengeance, sabotage, theft and vandalism are all costs for the organisation 

as are withdrawal behaviours, gossip and generally acting cynical or 

distrusting. Thompson and Mc Hugh (1990) quantified social costs in terms of heart 

disease and mental illness rates in the workplace, as well as effects on job 

satisfaction, performance and absenteeism rates. More recently, compensation 

claims and health insurance have been used to quantify costs. They also argued that 

the majority of current stress literature is based on stressor classifications and 

pathological end-states that are likely to be experienced by the subjects. In other 

words, stress has a significant negative impact on productivity. Stress is unavoidable 

in the workplace. To summarise, according to Frost (2003), dangerous workplace 

situations can be averted when organisational leaders recognise and intervene when 

employees are experiencing emotional pain. 
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2.4 Proposed Conceptual Framework 

Independent Variable          Dependent Variable 

 

 

  

 

  

 

 

Figure 2.1: Theoretical framework for the relationship between independent variable 

and dependent variable 

2.5 Hypothesis Development 

2.5.1 Workload 

 There are some factors of workplace stress affecting employee performance. 

The first major factor that affecting employees’ performance and productivity is 

workload. It is a common source of workplace stress in the modern era, owing to the 

increased workload. Time constraints, inefficient coworkers, a lack of adequate and 

timely assistance, role conflicts and a lack of resources can all contribute to 

increased workload. Because of the increased workload, employees perform less 

well, which lowers morale and increases employee turnover. 

According to French and Caplan (1972) and Margolis et al. (1974), work overload 

occurs when the amount of work assigned exceeds the capacity of the employee. It 

was discovered that people feel pressure on themselves when the demand for a 

situation exceeds their capacity to handle it. If the situation persists for an extended 

period of time without interruption or resolution, it can result in physical and mental 

problems. Most employees were unhappy when required to work long hours and 

manage heavy workloads in order to meet production targets and deadlines, 

according a study conducted in the United Kingdom (Townley, 2000). 

Workload 

Job Insecurity 

Role Ambiguity 

Working Relationship 

Stress 

H1 

H2 

H3 

H4 
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2.5.2 Job insecurity 

 Job insecurity is defined as a "persistent concern about the job's continued 

existence in the future." The majority of businesses fail to recognise the enormous 

potential of skilled labour, which results in high employee turnover. Instead, 

businesses that see their employees as assets will communicate their future pension 

needs via a pension provision mechanism, encourage employees to advance in their 

careers, and foster a working environment that encourages advancement in the 

career path. Companies' primary responsibility is to motivate and retain employees 

over the long term. There was a connection found between occupational stress, 

chronic illness, and an organization's commitment in a study by Viljoen and 

Rothmann (2009). The study's findings hypothesised that organisational stressors 

resulted in significant health complications and low organisational commitment. 

Furthermore, job insecurity-related stress was a significant factor in both physical 

and psychological ill health. 

Individuals' expectations about job continuity and their personal concern about job 

continuity are both examples of job insecurity (Davey, Kinicki, & Scheck, 1997). 

(Klein Hesselink & Van Vuuren, 1999). Because they emphasise job loss or 

discontinuity, these definitions reflect a global perspective on unemployment (De 

Witte, 1999; Sverke et al., 2002). 

2.5.3 Role ambiguity 

 This happens when employees don't know what's expected of them or how 

their work is evaluated. When employees are unsure of their responsibilities, how to 

fulfil those responsibilities and how to assess whether or not they've been met, 

researchers like Cords and Dougherty (1993), Cooper (1994), Dyer and Quine 

(1998) agree that roles are ambiguous. Additionally, employees are unsure of their 

role and place within the organisation, and they are uncertain of receiving any 

compensation regardless of how well they perform. 

Stress can be caused by role ambiguity, based to research conducted by Johns 

(1996; cited above). For those with low ambiguity tolerance, lacking direction can be 

especially stressful. There are studies that show that people who have role ambiguity 

suffer from "decreased confidence, a sense of hopelessness, anxiety, and 

depression." 
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2.5.4 Working relationship 

 An employee's connection to the company may be shaped by their 

relationship with their supervisor. Typically, employee behaviours are influenced by 

their manager's or supervisor's treatment of them. Other than that, understanding 

with colleagues and subordinates too dramatically affect employees emotional. 

Effective communication at workplace being an important element of a good 

relationship and it could provide employees with direction.  

Employees who are in high demand for relationship, perform well in a team where 

they mingle with everyone and get to understand one another well. It's possible that 

someone who is highly sensitive to this issue will not work as well as they could if 

they have to work with a large number of other people in circumstances that don't 

allow them to form relationships. 

At the same time, employees’ stress level increases when they experiencing poor 

working relationship with the colleagues, subordinates and supervisors. This 

happens because employees spend most of their time at workplace, thus poor 

working relationship could influence them negatively. Working relationship at 

workplace is important for employees to be success and achieve their goal as well 

as to achieve organization’s goal.  

Workplace become enjoyable and employees experiencing better job satisfaction 

and engagement when they build more positive relationships at work. As per 

internet, 40% of employees stated that their working relationship is critical to their job 

satisfaction, and 79% expressed satisfaction with their working relationship. 
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2.6 Hypothesis 

Based on the literature review conducted, the following hypothesis are proposed: 

Hypothesis 1: Higher the stress level on workload, lower the employee performance. 

Hypothesis 2: Higher the stress level on job insecurity, lower the employee 

performance. 

Hypothesis   3: Higher the role ambiguity level, lower the employee performance. 

Hypothesis 4: Positive working relationship, positively related to employee 

performance. 

 

2.7 Summary of Chapter 2 

 The descriptions of key terms are described in this chapter. Two theories are 

related to this study. Under the empirical research, research of other authors were 

mentioned and discussed. Independent and dependent variables are also 

determined and lastly hypothesis were developed in this chapter.  
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CHAPTER 3 

RESEARCH METHODOLGY 

 

3.1 Introduction 

 In Chapter 3, we'll get into the issues surrounding the study's research 

methodology. The chapter will discuss the research design, study population, 

sampling procedures, data collection method, operationalization, measurement, and 

data analysis techniques. 

 

3.2 Research Design 

 This study will employ a descriptive design and a quantitative method based 

on a collection of questionnaires. The choice of this research design for constructing 

this study was deemed appropriate due to its advantages in identifying 

characteristics of a large population from a sample of individuals. The questionnaire 

will be based on the objective of the research and also be based on the theoretical 

framework which has been developed. According to literature review, quantitative 

method is more appropriate to be selected for this research. All the past researches 

has been done using this research design.  

 

3.3 Study Population and Sampling Procedures 

 This research aims to study the workplace stress experience faced by working 

adults based in Kuala Lumpur. This study focuses on working adults in KL since they 

are the demographic most likely to experience workplace stress, according to 

statistical data from prior studies. The statistical data in previous studies has 

disclosed that working in a busy modern city and many multinational companies may 

increase stress level at work. This study focusing on the population in the Kuala 

Lumpur to collect meticulous data on this topic.  

This study will employ the probability sampling technique, which is also known as 

simple random sampling. Based on the required statistical power for model testing, 
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the sample size was calculated. Using an a priori power analysis with the G*Power 

application (Faul et al., 2009), the researchers found that N = 146 was the minimum 

sample size needed to detect medium-sized effects in a six-factor model with a 0.05 

error probability and a 95% confidence interval. As a result, the sample size (N = 

200) was determined to be sufficient to approach the proposed model.  

 

3.4 Data Collection Method 

 The data collection method for this study will be a questionnaire that is 

moderated appropriately. The questionnaire is based on the literature review and is 

intended to elicit sufficient and pertinent data from respondents. The questionnaire 

will be distributed via social media and e-mail to respondents. 

  

3.5 Operationalisation and Measurement 

 The designed questionnaire for this research contained structured questions 

which is divided into three components of Section A, Section B and Section C. This 

questionnaire was created to operationalize and quantify the variables and data 

required for this project. Section A will contain questions pertaining to the 

independent variable's analysis. Section B will include questions that will aid in the 

analysis of the dependent variable.Section C will consist information regarding the 

demography of the respondents. Information such as age, rank, years of service, 

income and marital status also will be included. 

3.5.1 Independent Variables 

Section A of the questionnaire will be discuss about the independent variables. The 

independent variables for this research is workload, job insecurity, career 

development, role ambiguity and working relationship. 

3.5.2 Dependent Variable 

The questionnaire's section B will contain questions about the dependent variable. 

Stress is the dependent variable in this study. 
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3.6 Data Analysis Techniques 

 Statistical Package for Social Science (SPSS) software will be used to 

analyse the data collected. SPSS is the most frequently used statistical software for 

this type of research. This software is useful for analysing large scale survey data. 

Based on literature review, it was found that previous researchers ordinarily used 

this software. A more meticulous data analysis will be obtained through the SPSS 

software which can be used to come out with valuable conclusion and 

recommendations.  

3.6.1 Factor Analysis 

Factor analysis is used to simplify data by reducing the number of individual 

variables to a manageable number. This analysis calculates the maximum common 

variance of all variables and converts it to a single score. In a nutshell, factor 

analysis determines the degree to which the independent variable accurately 

describes the dependent variable. This analysis will be used during the pilot 

questionnaire to eliminate superfluous variables and combine variables of similar 

nature. 

3.6.2 Descriptive Analysis Techniques 

In a study, the descriptive analysis method is used to describe key features of the 

data in plain terms. The data will be transformed into a format that is easier to 

comprehend and interpret. Additionally, this analysis can aid in the research process 

by displaying the mode, median, and minimum values for the research data. 

3.6.3 Inferential Analysis Techniques 

Inferential analysis involves extrapolating from a small (probability) sample to the 

whole population. With the help of inferential analysis, the results of a random 

(probability) sample are extrapolated back to the original population. 

3.6.4 Multivariate Analysis 

Multivariate Analysis is the observation and analysis of two or more statistical 

outcome variable at once. Additionally, the Multivariate Analysis will help the 

research to identify the extent of the Independent Variable influences the Dependent 
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Variable. The findings of the research will influence to help on proving or 

disapproving the hypotheses of the research.  

3.7  Summary of Chapter 3 

 The research design of this study were discussed in this chapter 3. The study 

population and sampling method will be determine on the required number of 

respondents. Data collection method were also discussed in this chapter. Finally, 

Data Analysis is also covered which will be done through SPSS and covering Factor 

Analysis, Descriptive Analysis and Multivariate Analysis. 
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CHAPTER 4 

RESULT AND DISCUSSION 

 

4.1  Introduction 

 The results of the study will be discussed in this chapter, which will include an 

analysis of the data and a discussion of the findings via charts and tables. There are 

110 respondents for this survey. This research intend to disclose how the workload, 

job insecurity, role ambiguity and working relationship contributes to workplace 

stress.  

This chapter analyses the survey data and correlates the findings to the study's 

objectives. SPSS was used to analyse the survey's quantitative data. Additionally, 

the qualitative data were thoroughly examined and analysed in light of the study's 

objectives.  

4.2 Demographics of Respondents 

 A total of 110 valid responses were obtained from this distribution. A 

frequency distribution is the most effective way to illustrate the survey's background 

information. Table 1 summarises the demographic characteristics of the respondents 

to this study. 

Variables  Frequency (N) Percentage (%) 

Gender    

Male 51 46.4 

Female 59 53.6 

Age   

18-19 3 2.7 

20-29 28 25.5 

30-39 55 50.0 

40-49 20 18.2 

50-59 4 3.6 



21 

 

Marital status   

Single 22 20 

Married 82 74.5 

Divorce 5 4.5 

Widow 1 0.9 

Years of employment    

Less than 2 13 11.8 

2-5 27 24.5 

6-10 31 28.2 

More than 10 39 35.5 

Status of employment    

Full time 103 93.6 

Part time 4 3.6 

Consultant 2 1.8 

Temporary 1 0.9 

Table 1: Demography data of the respondents 

4.2.1 Gender and Age 

 Table 1 indicates that majority (53.6%) of the respondents were female 

followed by male (46.4%). The age of the majority (50.0%) respondents were 

between 30 and 39 years, followed by the age group between 20 and 29 which is 

(25.5%). The small proportion (3.6%) aged 50 and 59 years old. 

4.2.2 Marital Status 

 As can be seen from the Table 1, most of the respondents were married 

(74.5%) and (20%) were singles. On the other hand, one respondent stated that 

he/she is a widow (0.9%). 
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4.2.3 Years of Employment 

 The demographic analysis shows approximately 93.6% participants are 

working full time while minority (0.9%) working on temporary basis. The majority of 

respondents (35.5 %) had more than ten years of work experience, while 11.8 

percent had less than two years.   

4.3 Descriptive Analysis 

 The summary of the descriptive statistics of the variables is summarised in 

Table 2 to 7. Descriptive statistics would usually be derived from all the questions 

asked in the survey, and it represents the raw data result of the study. A 5-point 

Likert scale was used to quantify all variables, with 1 representing strong 

disagreement and 5 representing strong agreement or demographic features.  

Descriptive statistics are crucial to the researcher since they serve as the foundation 

for additional analysis and allow the research reader to replicate the study while also 

providing an overview of the findings. The central tendency is the subject of the most 

important descriptive statistics. The use of mean (M) is one of the most prevalent 

techniques of describing the core trend in quantitative research. 

4.3.1 Descriptive Analysis of the Demographic Profile 

Table 2 summarises descriptive statistics (Mean and Standard Deviation) about 

respondents' demographic characteristics, including gender, age, marital status, 

years of employment, and type of employment. 

Variables Mean Standard Deviation 

Gender 0.46 0.501 

Age 2.95 0.833 

Marital status 1.86 0.515 

Year of employment 2.87 1.033 

Employment type 1.10 0.427 

Table 2: Descriptive analysis of the demographic profile 

 

The standard deviation indicates the distance between individual responses to a 

question and the mean. The standard deviation provides information about the 

responses, such as whether they are clustered around the mean or are widely 
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dispersed. As shown in Table2, the demographic mean of respondents is 

approximately 1 to 3 and the standard deviation is approximately 0.4 to 1. 

4.3.2  Descriptive Analysis of the factors of workplace stress  

4.3.2.1 Workload 

 Table 3 summarises the descriptive analysis of each variable used to 

ascertain respondents' perceptions of their current job workload. For the workload 

component, a total of five items were assessed. 

Questions Mean SD 

Workloads are fairly distributed among my colleagues 3.745 1.112 

Excessive workloads causes both physical and psychological 

problems in me 

3.627 1.003 

I get stressed whenever I’m not able to complete my tasks due to 

time constraints 

3.700 1.138 

Sufficient time is given to complete assigned task 3.545 1.106 

My co-workers are efficient to complete the task 3.555 1.046 

Table 3: Descriptive statistics of factors of workplace stress – Workload 

The mean scores in the workload dimension range from 3.545 to 3.745. The highest 

mean value, 3.745 achieved for question 1, “Workloads are fairly distributed among 

my colleagues”, followed by question 3 "I get stressed whenever I’m not able to 

complete my tasks due to time constraints" with a mean value of 3.700. The lowest 

mean value reported for question 4 is 3.545. 

The findings indicate that the majority of respondents agreed that their workloads 

were distributed fairly among their employees. Moreover, the respondents strongly 

agreed that unable to complete the tasks due to time constraints contributes to 

workplace stress. At the same time, respondents also agree to a certain extend that 

sufficient time is given to complete assigned task.  

 

4.3.2.2 Job Insecurity  

 Table 4 summarises the descriptive analysis of each variable used to 

ascertain respondents' perceptions of job insecurity at their current place of 

employment. Total of 5 items were tested for the job insecurity dimension. 
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Questions Mean SD 

The possibility of losing my job occupies my thoughts 

constantly 
3.318 1.285 

I am worried about my job security 3.427 1.237 

I am concerned of low wages 3.664 1.229 

I am uncertain about my future with this organization 3.582 1.128 

I feel as though management is avoiding me 3.345 1.267 

Table 4: Descriptive statistics of factors of workplace stress – Job Insecurity 

As shown in Table 4, the mean scores for job insecurity range from 3.318 to 

3.664. The question "I am concerned of low wages" has the highest mean score of 

3.664. The lowest mean score reported is 3.318 for the question “The possibility of 

losing my job occupies my thoughts constantly”. The second highest mean of 3.582 

shows that respondents do agree that they are uncertain about their future with 

current working organization. It can also be seen that respondents worried about 

their job security as the management is failed to acknowledge the employee’s skill 

and abilities. 

4.3.2.3 Role Ambiguity  

 Table 5 shows the mean score for role ambiguity, one of the workplace stress 

factors evaluated in this study. This dimension was tested with a total of 5 items. 

Questions Mean SD 

I have a better understanding of my organization’s mission 

and goal 
4.018 0.995 

I understand how my performance affects the work of 

others and the success of the organization 
3.955 1.070 

I know what my superior considers satisfactory work 

performance 
3.891 1.044 

I am clear about the things that affect my work 4.018 0.919 

I understand how I’ll be evaluated for a raise or promotion 3.945 0.937 

Table 5: Descriptive statistics of factors of workplace stress – Role Ambiguity 
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The mean scores for role ambiguity ranges from 3.891 to 4.018, as summarised in 

Table 5. The highest mean value of 4.018 is reported for question 1 and 4. The 

highest mean result shows that respondents have better understanding on their 

company’s mission and goal. On the other hand, respondents aware about what are 

the things which will affect their work. The lowest mean reported is 3.891 for the 

question “I know what my superior considers satisfactory work performance”. The 

second lowest mean 3.945 is for the question “I understand how I’ll be evaluated for 

a raise or promotion”. 

4.3.2.4 Working Relationship 

 The mean score for working relationship, one of the workplace stress 

characteristics examined in this study, is shown in Table 6. A total of 5 items were 

used to test this dimension. 

Questions Mean SD 

There are team spirit among my colleagues 3.891 0.971 

My colleagues are helpful whenever I have task related 

problems 
3.836 1.000 

My colleagues respect each other’s opinion and values 3.891 1.095 

My superior treats everyone equally 3.718 1.174 

My superior and colleagues are easy to talk to about job-

related problems 
3.855 1.091 

Table 6: Descriptive statistics of factors of workplace stress – Working Relationship 

The mean scores in the working environment dimension range from 3.718 to 3.891. 

The highest mean value, 3.891 achieved for question 1 and 3 which is “There are 

team spirit among my colleagues”, followed by question 3 "My colleagues respect 

each other’s opinion and values". The lowest mean value of 3.718 is reported for 

question 4, “My superior treats everyone equally“.The results demonstrate that the 

majority of respondents feel that their co-workers have a strong sense of community 

and that they value and respect one other's opinions and views. 
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4.3.2.4 Stress 

Questions Mean SD 

I often think about work after the working day 3.664 1.229 

Due to work, I find it hard to find time for recreational 

activities 
3.591 1.206 

I find it hard to sleep because my mind is occupied with 

work 
3.382 1.256 

I often work after ordinary working hours to finish assigned 

tasks 
3.564 1.177 

I feel that my job is negatively affecting my physical and or 

emotional well being 
3.291 1.302 

Table 7: Descriptive statistics of factors of workplace stress 

The mean for stress ranges from 3.291 to 3.664. The question "I often think about 

work after the working day" had the highest mean of 3.664. For the question "I feel 

that my job is negatively affecting my physical and or emotional well being," the 

lowest mean given is 3.291. The entire standard deviation is greater than one. This 

result demonstrates that the majority of responders agree with the questions. 
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4.4 Reliability Statistics 

 In statistics, Cronbach's alpha, a measure of reliability, has a value between 0 

and 1. On the other hand, the coefficient has no lower bound. The closer the scale's 

components are internally consistent, the closer Cronbach's alpha coefficient is to 

1.0. George and Mallery (2003), for example, who are frequently cited, offer the 

following guidelines. More than 0.9 Cronbach's Alpha is regarded as excellent, more 

than 0.8 is considered good, more than 0.7 is acceptable, and more than 0.6 is 

regarded as doubtful. The higher the Cronbach's Alpha value, the better, but 

anything below 0.5 is deemed unacceptable. 

Variables Cronbach’s Alpha 

Workload 0.730 

Job Insecurity 0.887 

Role Ambiguity 0.896 

Working Relationship 0.906 

Stress 0.910 

Table 8: Correlating Factors of Workplace Stress experience with Selected Variables 

The Table 8 shows that the internal consistency of construct with Cronbach’s alpha 

demonstrated with the value from 0.730 to 0.910. According to George and Mallery 

(2003), the rule of thumb for alpha, in regard to the workload (Cronbach’s alpha = 

0.730) is considered acceptable, job insecurity (Cronbach’s alpha = 0.887) and role 

ambiguity (Cronbach’s alpha = 0.896) can be considered good while for working 

relationship (Cronbach’s alpha = 0.910) is excellent. 

 

4.5 Pearson Product-Moment Correlation Coefficients Test 

For determining the strength of a linear relationship, the Pearson product-moment 

correlation coefficient, also known as the Pearson correlation coefficient, is used. 

The range of correlation coefficient values is -1 to +1. Positive relationships are 

indicated by numbers greater than zero, while negative relationships are indicated by 

numbers lower than one. There are no relationships between any of the variables in 
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this equation. A variable that is positively correlated with itself has a relationship 

coefficient of +1.0. 

Variables Workload 
Job 
Insecurity 

Role 
Ambiguity 

Working 
Relationship 

Stress 

Workload 1 0.450*** 0.307*** 0.349*** 0.305*** 

Job Insecurity 0.450*** 1 0.27 0.093*** 0.475*** 

Role Ambiguity 0.307*** 0.027 1 0.565*** 0.142 

Working 
Relationship 

0.349*** 0.093 0.565*** 1 0.062 

Stress 0.305*** 0.475*** 0.142 0.062 1 

Note: ***1% significant 

Table 9: Pearson Product-Moment Correlation Coefficient 

Table 9 illustrates the relationship coefficients between independent variables and 

the independent variable itself, which includes workload, job insecurity, role 

ambiguity, and working relationship, as well as the relationship coefficients between 

these independent variables and the dependent variable, workplace stress. Pearson 

correlation analysis demonstrates that all variables tested have a positive 

relationship. The strongest correlation between an independent and dependent 

variable exists between job insecurity and stress (0.475). The second positive 

relationship between workload and stress (0.305) followed by role ambiguity and 

stress (0.142). The lowest positive correlation is showed as between working relation 

and stress (0.062). 

The result demonstrate that job insecurity is the main factor that contributes to 

workplace stress experienced among the working adults in Kuala Lumpur. Workload 

being the second factor which contributes for the workplace stress whereas the 

working relationship in the workplace comes in the last. 
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4.6 Multiple Regression Test  

 Table 10 shows that the multivariate analysis of the relationship between 

socio demographic characteristics and stress.  

 

Variables  Coefficients 

95% CI 
Std 
error 

p-value Lower 
bound 

Upper 
bound 

Constant 1.859 -6.070 9.788 3.997 0.643 

Workload 0.136 -0.159 0.430 0.148 0.363 

Job insecurity 0.480*** 0.276 0.684 0.103 0.000 

Role ambiguity 0.243* -0.032 0.517 0.138 0.082 

Working 
relationship  

-0.109 -0.353 0.135 0.123 0.379 

Year of 
employment  

-0.974 -2.302 .355 0.670 0.149 

Employment type  0.610 -1.532 2.752 1.080 0.573 

Age 1.363 -0.309 3.035 0.843 0.109 

Gender 0.511 -1.297 2.320 0.912 0.576 

R2 0.276     

Durbin-Watson 1.729     

F-stat 4.815***     

Note: 

***1% significant 

* 10% significant 

Table 10: Multivariate test 

The R square value of 27.6% of the variation in stress can be predicted from the 

independent variables of this study. The Durbin-Watson statistic value is less than 

two (1.729), significant at 1% indicate that there is strong evidence the error terms 

are positively correlated.  The F- statistic (4.815) significant at 1% indicate that all the 

explanatory variables used in this study reliably predict the stress.  A 1% increase in 

the job insecurity, causes the stress level to increase by 48% predicted value, 

holding all the other variables constant.  A 95% confidence interval for proportion of 

the respondents who feel stress was caused by the job insecurity computed between 

0.276 and 0.684, besides that, 1% increase in the role ambiguity causes the stress 
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level to increase by 24.3%. The workload, work relationship, year of employment, 

employment type, age and gender found to be no significant effect on the stress 

level of an employee.  

 

4.7 Hypothesis Testing 

Hypothesis Result  Supported  

Hypothesis 1:  

There is a significant positive relationship 

between workload and stress level 

β = 0.136 

p = 0.363 (p < 0.05) 
No 

Hypothesis 2:  

There is a significant positive relationship 

between job insecurity and stress level 

β = 0.480 

p = 0.000 (p < 0.05) 
Yes 

Hypothesis 3:  

There is a significant positive relationship 

between role ambiguity level and stress 
level 

β = 0.243 

p = 0.082 (p < 0.10) 

 

Yes 

Hypothesis 4:  

There is a significant negative relationship 

between working relationship and stress 
level 

β = -0.109 

p = 0.379 (p < 0.05) 
No 

Table 11: Result of Hypothesis Testing 

Table 10 summarises the findings of this study's hypothesis testing. The p value of 

the hypothesis is significant in hypothesis testing, where p value 0.05. For the whole 

hypothesis mentioned above, H2 and H3 were accepted while H1 and H4 were 

rejected. This result specify that job insecurity factor (p=0.000) and role ambiguity 

factor (p=0.082) is most significant with the workplace stress among the working 

adults in Kuala Lumpur. H1 and H4 were rejected because respondents presume 

that workload and the working relationship are less stressful. They felt that the 

workload were fairly given and ample of time were given to finish the task. Moreover, 

they felt that colleagues are helpful and easy to talk about job- related problems.  
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4.8 Conclusion 

 This chapter will be divided into six sections, each explaining a distinct 

component of the research. Introduction, respondent demographics, descriptive 

analysis, reliability statistics, Pearson Product-Moment Correlation Test, Multiple 

Regression Test, and hypothesis testing are all included. 
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CHAPTER 5 

DATA ANALYSIS AND RESULT 

 

5.1  Introduction 

 This chapter will summarise the findings from all of the research. The data in 

Chapter Four will be explained in more detail so that the research questions, multiple 

tests, and hypothesis testing can be better analyzed. The overall findings of the 

study will be discussed in light of the surrounding circumstances. 

 

5.2  Conclusion 

 The goal of this research is to learn more about the stress factors that affect 

Kuala Lumpur's working adults. This study was conducted to determine how 

workplace stress affect employees. 

According to the survey, there are more females (53.6%) than males (46.4%). It 

implies that workplace stress no different according to the gender. The highest 

percentage of respondent were falls between the ages 30-39. People in their thirties 

and forties are more concerned with success complications because they want to 

advance in their careers. People in this age bracket are more likely to be career-

focused. According to the findings, 35.5% of those polled, or 39 people, have been 

employed for more than ten years. It was followed by 28.2% of respondents, or 31 

people, who have been employed for six to ten years. More than half of those 

surveyed said they had sufficient experience to provide reliable information. 

The evaluation on the workload indicates that most of the respondents agreed that 

workload is fairly distributed among colleagues (32.7%) and excessive workloads 

cause physical and psychological problem on them (37.3%). Moreover, 31.8% 

respondents strongly agree that they get stress whenever, unable to complete the 

task given due to the time constraint (31.8%). Respondents’ response were found to 

be neutral when asked about whether sufficient time is given to complete the task 

(33.6%) and whether their co-worker are efficient to complete the task (34.5%).   
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When come to job insecurity, most of the respondents were strongly agreed that they 

concerned about low wages (32.7%).   About 31.8% respondents feel that the 

management is avoiding them and respondents agree that they uncertain about their 

future with their organization (34.5%).  However, 10.9% respondents strongly 

disagree that the possibility of losing their job occupies their thoughts constantly. 

In the role ambiguity study, the majority of participants agreed that they have a better 

understanding of the mission and goal of their company (44.5%), they understand 

how their performance affects the work of others and the success of the organization 

(38.2%). Most of the respondents agreed that their superior considers satisfactory 

work performance (43.6%) and clear understanding about things that affect their 

work (46.4%) as well as how they will be evaluated for promotion (46.4%).  

Statistical analysis on working relationship suggests that around 40% of the 

respondents agreed that they have team spirit among colleagues and their 

colleagues helpful whenever task related problems (40.9%). Moreover, respondents 

strongly agreed that their colleagues respect each other’s opinion and values 

(35.5%). Nearly 37.3% respondents agreed that their supervisor treats everyone 

equally while 42.7% of the respondents agreed that their supervisor and college are 

easy to talk to about job related problems. 40% of those polled said they continue to 

think about work after hours, and a whopping 33.6 percent said it was difficult to 

carve out time for leisure interests. 32.7 percent of people were "neutral" when 

asked if they had trouble sleeping because of work-related stress. About 32,7% of 

respondents said they frequently work outside of normal business hours to complete 

assigned tasks, and about 31.8% said their jobs have a negative impact on their 

physical and emotional well-being. 

Besides, several tests have been carried out to determine the link between each 

determinant and the dependent variable. According to the Pearson Product-Moment 

Correlation Coefficient test, only two variables have been positive and demonstrate 

significant relationship with stress. On the other hand, when the Multiple Regression 

Test was run, job insecurity came out on top as the most significant predictor of 

workplace stress, followed closely by role ambiguity. Employee stress levels were 

found to be unaffected by factors such as workload, work relationship, year of 

employment, type of job, or age or gender.  
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5.3  Implications of the Study 

 The quantitative results of this study will provide companies with a better 

knowledge of the elements that contribute to factors of workplace stress. Employees 

should be given a fair workload which can be completed within stipulated time. This 

is to prevent overload which may result in stress to complete the tasks due to time 

constraints. Job insecurity is another factor that contributes to workplace stress. The 

anxiety on the career is not good for the employee performance. For an instance, if 

employee is uncertain about their future with the company, they wouldn’t perform 

diligently. Another variable which contributes to the factors of workplace stress is role 

ambiguity. When employees are unsure about their responsibility of their position in 

the company, it will be pressure for them to perform well. Lastly, working relationship 

in the workplace also contributes to factors of workplace stress. It is important to 

build quality relationships with their co-workers. People who know one other well are 

significantly more likely to collaborate effectively. 

 

5.4  Limitations of the Study 

 Numerous constraints were encountered while completing this study. This 

study used a probability sampling method that targeted the study's participants 

specifically. Method for selecting items at random from a population in which every 

item has the same chance of being in the sample. The elements are picked at 

random and have no influence on the process. As a result, this sampling technique is 

frequently referred to as a chance method. This sampling method's primary 

advantage is that each sample has an equal chance of being chosen. 

Initially, this research were targeted for 200 respondents from different working 

industry. Unfortunately, only 110 were responded for the distributed questionnaire 

which caused to have a smaller sample size. Actually, the questionnaire is 

distributed via the internet to the intended respondents. As a result, the outcome 

may not truly reflect the Malaysian working industry as a whole. Furthermore, the 

data collected from the targeted respondents can only represent the determinants 

that are influenced by workplace stress, not the entire Malaysian workforce. 
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5.5 Recommendations 

 The aim of this thesis is to study on the factors of the workplace stress which 

encountered by the working adults in Kuala Lumpur. With so many variables 

identified, reported and reviewed in the literature, the study's goal was clearly 

achieved. This research was confined only to working adults in Kuala Lumpur as the 

lack of time and resources. To have a broader view on factors of workplace stress, it 

is vital to do further research across industries and states in Malaysia. A replication 

of this research in other sectors and states in Malaysia will reveal the overall factors 

of workplace stress and the impact on performance of the employees. The study's 

findings provide data that can be used to better understand the effects of workplace 

stress on Kuala Lumpur residents. The result shows that job insecurity and role 

ambiguity are the main factors that contribute towards workplace stress. Therefore, 

employees should always demonstrate their values in the workplace. They should be 

ready to empower themselves with current knowledge and relevant skills. Future 

researchers would further study existing literature on the factors of workplace stress 

experience and provide insightful details. The study's practical consequences must 

be communicated to companies so that they can better comprehend the phenomena 

of workplace stress among workers. 
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Appendix A 

 

 

A SURVEY ON FACTORS OF WORKPLACE STRESS ON EMPLOYEE 
PERFORMANCE AMONGST THE WORKING ADULTS IN KUALA LUMPUR 

 

 

Dear Sir/ Madam, 

I am Kalaivani a/p Murugaiah, a student from UNIRAZAK. I am examining ‘Factors of 

workplace stress on employee performance’ for my final year project. This survey is 

for the final year project paper as a part of my studies under the Masters of Strategic 

Human Resource Management Programme. In this survey, you will be asked about 

issues in your workplace such as workload, job insecurity, career development, role 

ambiguity and working relationship. 

The research will help us better understand the workplace stress factors influencing 

employee performance. It is greatly appreciated if you could spend your precious 

time to answer this survey which should not take more than 10 mins of yours.  

The result of this survey will only be published in aggregate form thus the 

respondent’s information will be treated as strictly confidential. The respondent have 

a choice to participate in this survey and as such may end the survey at any time. 

Thank you very much for taking the time to assist me in my educational endeavors. 

Should you have any enquiries about this research, do not hesitate to contact me via 

e-mail (m.kalaivani197@ur.unirazak.edu.my) 

  

mailto:m.kalaivani197@ur.unirazak.edu.my
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SECTION A  

The Likert scale of measurement is being used. The number 1 to 5 represents 

a continuum with 1 being strong disagreement and 5 being strong agreement. 

Based on your experience as an employee, please tick ‘√’ the number that best 

reflects your opinion about the statement.  

 

Strongly 
Disagree 

Disagree Neutral Agree Strongly agree 

1 2 3 4 5 

 

Part 1 Workload 

No  1 2 3 4 5 

1 Workloads are fairly distributed among my colleagues      

2 Excessive workloads causes both physical and psychological 
problems in me 

     

3 I get stressed whenever I’m not able to complete my tasks due to 
time constraints 

     

4 Sufficient time is given to complete assigned task      

5 My co-workers are efficient to complete the task      

 

Part 2 Job Insecurity 

No  1 2 3 4 5 

1 The possibility of losing my job occupies my thoughts constantly      

2 I am worried about my job security      

3 I am concerned of low wages      

4 I am uncertain about my future with this organization      

5 I feel as though management is avoiding me      

 

Part 3 Role Ambiguity 

No  1 2 3 4 5 

1 I have a better understanding of my organization’s mission and      
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goal 

2 I understand how my performance affects the work of others and 
the success of the organization 

     

3 I know what my superior considers satisfactory work performance      

4 I am clear about the things that affect my work      

5 I understand how I’ll be evaluated for a raise or promotion      

 

Part 4 Working Relationship 

No  1 2 3 4 5 

1 There are team spirit among my colleagues      

2 My colleagues are helpful whenever I have task related problems      

3 My colleagues respect each other’s opinion and values      

4 My superior treats everyone equally      

5 My superior and colleagues are easy to talk to about job-related 
problems 

     

 

SECTION B 

Part 5 Stress 

No  1 2 3 4 5 

1 I often think about work after the working day      

2 Due to work, I find it hard to find time for recreational activities      

3 I find it hard to sleep because my mind is occupied with work      

4 I often work after ordinary working hours to finish assigned tasks      

5 I feel that my job is negatively affecting my physical and or 
emotional well being 
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SECTION C 

Demographic Profile 

 

1. Gender:   Male   

 

Female    

 

2. Age:     18 – 19 years old      

 

20 – 29 years old 

 

30 – 39 years old 

 

40 – 49 years old    

 

50 years old and above 

 

3. Marital Status:    Single 

 

Married 

 

Divorced 

 

Widow 

 

4. Years of Employment:   Less than 2 years 

2 to 5 years 

6 to 10 years 

More than 10 years 
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5. Employment type  Full time employee    

 

Part time employee   

 

Temporary employee 

 

Seasonal employee 

 

Consultant 
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Appendix B 

 

WL1 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 7 6.4 6.4 6.4 

2.0 4 3.6 3.6 10.0 

3.0 31 28.2 28.2 38.2 

4.0 36 32.7 32.7 70.9 

5.0 32 29.1 29.1 100.0 

Total 110 100.0 100.0   

      

      WL2 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 4 3.6 3.6 3.6 

2.0 8 7.3 7.3 10.9 

3.0 35 31.8 31.8 42.7 

4.0 41 37.3 37.3 80.0 

5.0 22 20.0 20.0 100.0 

Total 110 100.0 100.0   

      

      WL3 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 4 3.6 3.6 3.6 

2.0 12 10.9 10.9 14.5 

3.0 32 29.1 29.1 43.6 

4.0 27 24.5 24.5 68.2 

5.0 35 31.8 31.8 100.0 

Total 110 100.0 100.0   
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WL4 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 5 4.5 4.5 4.5 

2.0 12 10.9 10.9 15.5 

3.0 37 33.6 33.6 49.1 

4.0 30 27.3 27.3 76.4 

5.0 26 23.6 23.6 100.0 

Total 110 100.0 100.0   

      

      WL5 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 5 4.5 4.5 4.5 

2.0 9 8.2 8.2 12.7 

3.0 38 34.5 34.5 47.3 

4.0 36 32.7 32.7 80.0 

5.0 22 20.0 20.0 100.0 

Total 110 100.0 100.0   

 

JI1 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 12 10.9 10.9 10.9 

2.0 17 15.5 15.5 26.4 

3.0 30 27.3 27.3 53.6 

4.0 26 23.6 23.6 77.3 

5.0 25 22.7 22.7 100.0 

Total 110 100.0 100.0   
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JI2 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 8 7.3 7.3 7.3 

2.0 18 16.4 16.4 23.6 

3.0 31 28.2 28.2 51.8 

4.0 25 22.7 22.7 74.5 

5.0 28 25.5 25.5 100.0 

Total 110 100.0 100.0   

      

  

 

 

   JI3 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 7 6.4 6.4 6.4 

2.0 13 11.8 11.8 18.2 

3.0 26 23.6 23.6 41.8 

4.0 28 25.5 25.5 67.3 

5.0 36 32.7 32.7 100.0 

Total 110 100.0 100.0   

      

  

 

 

   JI4 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 7 6.4 6.4 6.4 

2.0 10 9.1 9.1 15.5 

3.0 30 27.3 27.3 42.7 

4.0 38 34.5 34.5 77.3 

5.0 25 22.7 22.7 100.0 

Total 110 100.0 100.0   
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JI5 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 12 10.9 10.9 10.9 

2.0 17 15.5 15.5 26.4 

3.0 24 21.8 21.8 48.2 

4.0 35 31.8 31.8 80.0 

5.0 22 20.0 20.0 100.0 

Total 110 100.0 100.0   

 

JI1 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 12 10.9 10.9 10.9 

2.0 17 15.5 15.5 26.4 

3.0 30 27.3 27.3 53.6 

4.0 26 23.6 23.6 77.3 

5.0 25 22.7 22.7 100.0 

Total 110 100.0 100.0   

      

  

 

 

   JI2 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 8 7.3 7.3 7.3 

2.0 18 16.4 16.4 23.6 

3.0 31 28.2 28.2 51.8 

4.0 25 22.7 22.7 74.5 

5.0 28 25.5 25.5 100.0 

Total 110 100.0 100.0   
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JI3 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 7 6.4 6.4 6.4 

2.0 13 11.8 11.8 18.2 

3.0 26 23.6 23.6 41.8 

4.0 28 25.5 25.5 67.3 

5.0 36 32.7 32.7 100.0 

Total 110 100.0 100.0   

      

  

 

 

   JI4 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 7 6.4 6.4 6.4 

2.0 10 9.1 9.1 15.5 

3.0 30 27.3 27.3 42.7 

4.0 38 34.5 34.5 77.3 

5.0 25 22.7 22.7 100.0 

Total 110 100.0 100.0   

      

      

      JI5 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 12 10.9 10.9 10.9 

2.0 17 15.5 15.5 26.4 

3.0 24 21.8 21.8 48.2 

4.0 35 31.8 31.8 80.0 

5.0 22 20.0 20.0 100.0 

Total 110 100.0 100.0   
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WR1 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 4 3.6 3.6 3.6 

2.0 2 1.8 1.8 5.5 

3.0 28 25.5 25.5 30.9 

4.0 44 40.0 40.0 70.9 

5.0 32 29.1 29.1 100.0 

Total 110 100.0 100.0   

      

      WR2 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 4 3.6 3.6 3.6 

2.0 5 4.5 4.5 8.2 

3.0 26 23.6 23.6 31.8 

4.0 45 40.9 40.9 72.7 

5.0 30 27.3 27.3 100.0 

Total 110 100.0 100.0   

      

  

 

 

   WR3 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 5 4.5 4.5 4.5 

2.0 6 5.5 5.5 10.0 

3.0 24 21.8 21.8 31.8 

4.0 36 32.7 32.7 64.5 

5.0 39 35.5 35.5 100.0 

Total 110 100.0 100.0   
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WR4 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 9 8.2 8.2 8.2 

2.0 6 5.5 5.5 13.6 

3.0 23 20.9 20.9 34.5 

4.0 41 37.3 37.3 71.8 

5.0 31 28.2 28.2 100.0 

Total 110 100.0 100.0   

      

  

 

 

   WR5 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 6 5.5 5.5 5.5 

2.0 7 6.4 6.4 11.8 

3.0 17 15.5 15.5 27.3 

4.0 47 42.7 42.7 70.0 

5.0 33 30.0 30.0 100.0 

Total 110 100.0 100.0   

 

 

ST1 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 12 10.9 10.9 10.9 

2.0 5 4.5 4.5 15.5 

3.0 20 18.2 18.2 33.6 

4.0 44 40.0 40.0 73.6 

5.0 29 26.4 26.4 100.0 

Total 110 100.0 100.0   
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ST2 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 10 9.1 9.1 9.1 

2.0 8 7.3 7.3 16.4 

3.0 27 24.5 24.5 40.9 

4.0 37 33.6 33.6 74.5 

5.0 28 25.5 25.5 100.0 

Total 110 100.0 100.0   

       

ST3 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 14 12.7 12.7 12.7 

2.0 7 6.4 6.4 19.1 

3.0 36 32.7 32.7 51.8 

4.0 29 26.4 26.4 78.2 

5.0 24 21.8 21.8 100.0 

Total 110 100.0 100.0   

      

       

ST4 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 10 9.1 9.1 9.1 

2.0 6 5.5 5.5 14.5 

3.0 32 29.1 29.1 43.6 

4.0 36 32.7 32.7 76.4 

5.0 26 23.6 23.6 100.0 

Total 110 100.0 100.0   
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ST5 

  Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 1.0 18 16.4 16.4 16.4 

2.0 7 6.4 6.4 22.7 

3.0 30 27.3 27.3 50.0 

4.0 35 31.8 31.8 81.8 

5.0 20 18.2 18.2 100.0 

Total 110 100.0 100.0   
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Coefficientsa 

 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

B 
Std. 
Error Beta 

1 (Constant) 5.472 2.851   

workload .134 .144 .095 

job insecurity .454 .099 .437 

role ambiguity .199 .132 .157 

working 
relationship 

-.117 .122 -.100 

 

 

 

Coefficientsa 

 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B 
Std. 
Error Beta 

1 (Constant) 1.859 3.997   .465 .643 

workload .136 .148 .096 .914 .363 

job insecurity .480 .103 .463 4.667 .000 

role ambiguity .243 .138 .191 1.756 .082 

working relationship -.109 .123 -.094 -.884 .379 

YearsofEmployment -.974 .670 -.190 -1.454 .149 

Employmenttype .610 1.080 .049 .565 .573 

Age 1.363 .843 .214 1.617 .109 

Gender .511 .912 .048 .561 .576 
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