
 

 

 

 

 

 

 

 

 

 

 

 

 

  

THE RELATIONSHIP BETWEEN JOB STRESS AND JOB PERFORMANCE 

AMONG PUBLIC SECTOR EMPLOYEES  

 

 

 

 

 

 

GAYATHIRY A/P P RAJAN 

 

 

 

 

 

 

 

Bachelor of Science with Honours 
 

(Human Resource Development) 
 

2020 

 

 

Faculty of Cognitive Sciences and Human Development 



 

 

THE RELATIONSHIP BETWEEN JOB STRESS AND JOB PERFORMANCE 

AMONG PUBLIC SECTOR EMPLOYEES  

 

 

 

 

 

 

 

GAYATHIRY A/P P RAJAN 

 

 

 

 

 

 

 

 

This project is submitted  

 in partial fulfilment of the requirements for a 

Bachelor of Science with Honours 

(Human Resource Development) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Faculty of Cognitive Sciences and Human Development 

UNIVERSITI MALAYSIA SARAWAK 

(2020) 

 

 

 

 

 



 

 

The project entitled ‘The Relationship between Job Stress and Job Performance among 

Public Sector Employees’ was prepared by Gayathiry a/p P Rajan and submitted to the Faculty 

of Cognitive Sciences and Human Development in partial fulfillment of the requirements for a 

Bachelor of Science with Honours  (Human Resource Development) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Received for examination by: 

 

 

                                                                                              agatha 

----------------------------------- 

 (DR AGATHA LAMENTAN ANAK MUDA) 

 

 

Date: 

 

6th August 2020 

----------------------------------- 

 

 
 

 

 

 

 

 

 

 

 

 

 

Grade 

A 

 



 

 

 

                                                UNIVERSITI MALAYSIA SAWARAK 

 A 

        Grade:  _____________ 
 

Please tick ()  

Final Year Project Report 
 

 

Masters 
 

 

PhD  

 

 

 

DECLARATION OF ORIGINAL WORK   

 

 

This declaration is made on the …6th…day of……August……2020. 

 

 

Student’s Declaration: 

I GAYATHIRY A/P P RAJAN, 60842, FACULTY OF COGNITIVE SCIENCES AND HUMAN 

DEVELOPMENT hereby declare that the work entitled, THE RELATIONSHIP BETWEEN JOB 

STRESS AND JOB PERFORMANCE AMONG PUBLIC SECTOR EMPLOYEES is my original 

work. I have not copied from any other students’ work or from any other sources except where 

due reference or acknowledgement is made explicitly in the text, nor has any part been written 

for me by another person.  

   6th August 2020                                                                                                     

____________________                             ________________________ 

     Date submitted                      GAYATHIRY A/P P RAJAN (60842) 

 

 

 

 

Supervisor’s Declaration: 

I DR AGATHA LAMENTAN ANAK MUDA, hereby certifies that the work entitled THE 

RELATIONSHIP BETWEEN JOB STRESS AND JOB PERFORMANCE AMONG PUBLIC 

SECTOR EMPLOYEES was prepared by the above named student, and was submitted to the 

“FACULTY” as a * partial/full  fulfillment for the conferment of BACHELOR OF SCIENCE 

WITH HONOURS (HUMAN RESOURCE DEVELOPMENT), and the aforementioned work, to 

the best of my knowledge, is the said student’s work 

  

                                                                                                                                                    

                                                            agatha 6th August 2020 

Received for examination by: _____________________   Date:____________________

 (DR AGATHA LAMENTAN ANAK MUDA) 

 



 

 

 

declare this Project/Thesis is classified as (Please tick (√)): 

 

     CONFIDENTIAL (Contains confidential information under the Official Secret Act 1972)* 

     RESTRICTED (Contains restricted information as specified by the organisation where  

                                     research was done)* 

     OPEN ACCESS 

 

 

 

Validation of Project/Thesis 

 

I therefore duly affirmed with free consent and willingness declared that this said Project/Thesis 

shall be placed officially in the Centre for Academic Information Services with the abide interest 

and rights as follows:  

 

• This Project/Thesis is the sole legal property of Universiti Malaysia Sarawak 

(UNIMAS). 

• The Centre for Academic Information Services has the lawful right to make copies for 

the purpose of academic and research only and not for other purpose. 

• The Centre for Academic Information Services has the lawful right to digitise the 

content to for the Local Content Database. 

• The Centre for Academic Information Services has the lawful right to make copies of 

the Project/Thesis for academic exchange between Higher Learning Institute. 

• No dispute or any claim shall arise from the student itself neither third party on this 

Project/Thesis once it becomes sole property of UNIMAS. 

• This Project/Thesis or any material, data and information related to it shall not be 

distributed, published or disclosed to any party by the student except with UNIMAS 

permission. 

 

                                                                        agatha 

Student’s signature ________________________                  Supervisor’s signature:  

                                   (6th August 2020)                                  (6th August 2020) 

 

Current Address:  

C1-00-06 GOODYEAR COURT 3, USJ 8 JALAN KEWAJIPAN, 47610 SUBANG JAYA, 

SELANGOR 

 

Notes: * If the Project/Thesis is CONFIDENTIAL or RESTRICTED, please attach together as 

annexure a letter from the organisation with the period and reasons of confidentiality and 

restriction. 

 

 

 

[The instrument was duly prepared by The Centre for Academic Information Services] 

 



 

 

ACKNOWLEDGMENTS 

First and foremost, I would like to thank God for easing and blessing me throughout 

my degree life. By God’s grace only, I able to finish this project with excellence. 

I would like to express my appreciation to my supervisor Dr Agatha Lamentan anak 

Muda, who has given her time and attention in helping me to complete this project. All the 

trust and encouragement that she had on me has boost my confidence to complete this 

project.  

Next, I would like to thank my parents, Mr Rajan and Mrs Ratha for their 

unconditional love and support. I would not have come this far in my life without them. Their 

support and guidance always have given me a positive energy which really help me to 

complete this project.  

 I also would like to convey my deepest appreciation and gratitude to all the 

respondents that participated in this study, who have spent their busy time to support my 

project by filling out the questionnaires and willing to take part in my project.  

Thank you so much to all my friends who were there for me throughout my degree 

life. Their encouragement and support were so helpful and unforgettable moment in my life. 

Finally, I would like to express my heartfelt appreciation and thanks to those who helped and 

assisted me directly or indirectly in my journey of completing this final year project.  

 

 

 

 



i 

 

TABLE OF CONTENTS 

LIST OF TABLES ................................................................................................................... VI 

LIST OF FIGURES ................................................................................................................ VIII 

ABSTRACT ............................................................................................................................. IX 

ABSTRAK .................................................................................................................................X 

CHAPTER ONE ........................................................................................................................ 1 

INTRODUCTION ..................................................................................................................... 1 

1.1 Background of Study ........................................................................................................... 1 

1.2 Problem Statement ............................................................................................................... 4 

1.3 Objectives of Study .............................................................................................................. 7 

1.3.1 General Objective .......................................................................................................... 7 

1.3.2 Specific Objectives ........................................................................................................ 7 

1.4 Research Questions .............................................................................................................. 8 

1.5 Research Hypotheses ........................................................................................................... 9 

1.6 Conceptual Framework ...................................................................................................... 12 

1.7 Significance of Study ......................................................................................................... 14 

1.8 Limitations of Study .......................................................................................................... 15 

1.9 Definition of Terms............................................................................................................ 16 



ii 

 

1.10 Summary .......................................................................................................................... 17 

CHAPTER TWO ..................................................................................................................... 18 

LITERATURE REVIEW......................................................................................................... 18 

2.1 Introduction ........................................................................................................................ 18 

2.2 Discussion on Variables of the Study ................................................................................ 18 

2.2.1 Job Stress ..................................................................................................................... 18 

2.2.2 Role Conflict ............................................................................................................... 24 

2.2.3 Role Ambiguity ........................................................................................................... 25 

2.2.4 Role Overload ............................................................................................................. 26 

2.2.5 Job Performance .......................................................................................................... 27 

2.3 Discussion of related Theories and Models of the Study .................................................. 30 

2.3.1 Inverted-U theory ........................................................................................................ 30 

2.4 Discussion of Past Similar Findings .................................................................................. 31 

2.4.1 Role Conflict and Job Performance ............................................................................ 31 

2.4.2 Role Ambiguity and Job Performance ........................................................................ 33 

2.4.3 Role Overload and Job Performance ........................................................................... 35 

2.5 Summary ............................................................................................................................ 36 

CHAPTER THREE .................................................................................................................. 37 

METHODOLODY .................................................................................................................. 37 

3.1 Introduction ........................................................................................................................ 37 



iii 

 

3.2 Research Design................................................................................................................. 37 

3.3 Population, Sample and Sampling Procedure .................................................................... 38 

3.4 Instrument .......................................................................................................................... 38 

3.4.1 Section A: Demographic Information ......................................................................... 39 

3.4.2 Section B: Job Stress ................................................................................................... 39 

3.4.3 Section C: Job Performance ........................................................................................ 39 

3.5 Pilot Study .......................................................................................................................... 41 

3.6 Validity and Reliability ...................................................................................................... 42 

3.7 Data Collection Procedure ................................................................................................. 44 

3.8 Data Processing Procedure ................................................................................................ 44 

3.8.1 Data Screening ............................................................................................................ 44 

3.8.2 Data Coding................................................................................................................. 45 

3.8.3 Data Entry ................................................................................................................... 50 

3.9 Normality Test ................................................................................................................... 50 

3.9.1 Normal Q-Q Plot ......................................................................................................... 50 

3.10 Ethics of the Study ........................................................................................................... 55 

3.11 Data Analysis Procedure .................................................................................................. 55 

3.11.1 Descriptive Statistics ................................................................................................. 56 

3.11.2 Inferential Statistics ................................................................................................... 56 

3.12 Summary .......................................................................................................................... 59 



iv 

 

CHAPTER FOUR .................................................................................................................... 60 

FINDINGS ............................................................................................................................... 60 

4.1 Introduction ........................................................................................................................ 60 

4.2 Descriptive Analysis .......................................................................................................... 60 

4.2.1 Demographic Profile of Respondents ......................................................................... 60 

4.3 Main Findings .................................................................................................................... 71 

4.3.1 Role Conflict ............................................................................................................... 71 

4.3.2 Role Ambiguity ........................................................................................................... 74 

4.3.3 Role Overload ............................................................................................................. 76 

4.3.4 Job Performance .......................................................................................................... 78 

4.4 Finding and Results Addressing to Research Hypotheses ................................................. 88 

4.4.1 Relationship between Role Conflict and Job Performance ......................................... 89 

4.4.2 Relationship between Role Ambiguity and Job Performance ..................................... 90 

4.4.3 Relationship between Role Overload and Job Performance ....................................... 91 

4.4.4 Impact of Role Conflict on Job Performance .............................................................. 92 

4.4.5 Impact of Role Ambiguity on Job Performance.......................................................... 95 

4.4.6 Impact of Role Overload on Job Performance ............................................................ 98 

4.5 Summary .......................................................................................................................... 100 

CHAPTER FIVE .................................................................................................................... 101 

DISCUSSION, SUMMARY, IMPLICATIONS, RECOMMENDATIONS & 

CONCLUSIONS.................................................................................................................... 101 



v 

 

5.1 Introduction ...................................................................................................................... 101 

5.2 Summary of the Research ................................................................................................ 101 

5.3 Discussion ........................................................................................................................ 103 

5.3.1 Discussions of Main Findings ................................................................................... 103 

5.3.1.1 Role Conflict on Job Performance ......................................................................... 103 

5.3.1.2 Role Ambiguity and Job Performance ................................................................... 105 

5.3.1.3 Role Overload and Job performance ...................................................................... 108 

5.3.2 Discussion of Theories .............................................................................................. 110 

5.4 Recommendations ............................................................................................................ 113 

5.4.1 Recommendations for Organization and Human Resource Practitioner .................. 113 

5.4.2 Recommendations for Future Research .................................................................... 115 

5.5 Implications of Study ....................................................................................................... 116 

5.6 Conclusion ....................................................................................................................... 117 

REFERENCES ...................................................................................................................... 118 

APPENDIX A ........................................................................................................................ 129 

CONSENT LETTER ............................................................................................................. 129 

APPENDIX B ........................................................................................................................ 130 

RESEARCH INSTRUMENT ................................................................................................ 130 

 

 



vi 

 

LIST OF TABLES 

Table 3.1 Five-point Likert Scale ............................................................................................ 40 

Table 3.2 Lists of sections and questionnaire items ................................................................ 40 

Table 3.3 Cronbach’s Alpha of pilot test ................................................................................. 43 

Table 3.4 Cronbach’s Alpha of actual study ............................................................................ 43 

Table 3.5 Data Coding ............................................................................................................. 45 

Table 3.6 The strength of the relationship for the Value of Coefficient (r) ............................. 57 

Table 3.7 Data analysis framework ......................................................................................... 58 

Table 4.1 Gender of Respondents ............................................................................................ 61 

Table 4.2 Marital Status of Respondents ................................................................................. 63 

Table 4.3 Age of Respondents ................................................................................................. 65 

Table 4.4 Years of Service of Respondents in the Organization ............................................. 67 

Table 4.5 Highest Educational Achievement of Respondents ................................................. 69 

Table 4.6 Descriptive Statistics of Role Conflict ..................................................................... 73 

Table 4.7 Descriptive Statistics of Role Ambiguity ................................................................ 75 

Table 4.8 Descriptive Statistics of Role Overload ................................................................... 77 

Table 4.9 Descriptive Statistics of Job Performance ............................................................... 84 

Table 4.10 Correlation between Role Conflict and Job Performance ..................................... 89 



vii 

 

Table 4.11 Correlation between Role Ambiguity and Job Performance ................................. 90 

Table 4.12 Correlation between Role overload and Job Performance ..................................... 91 

Table 4.13 Model Summary .................................................................................................... 92 

Table 4.14 ANOVAa ................................................................................................................ 92 

Table 4.15 Coefficienta ............................................................................................................ 93 

Table 4.16 Model Summary .................................................................................................... 95 

Table 4.17 Anovaa .................................................................................................................... 95 

Table 4.18 Coefficientsa ........................................................................................................... 96 

Table 4.19 Model Summary .................................................................................................... 98 

Table 4.20 Anovaa .................................................................................................................... 98 

Table 4.21 Coefficientsa ........................................................................................................... 99 

 

 

 

 

 

 

 

 



viii 

 

LIST OF FIGURES 

Figure 1.1 Conceptual Framework .......................................................................................... 13 

Figure 2.1  The Inverted-U theory ........................................................................................... 30 

Figure 3.1 Normal Q-Q Plot of Mean of Role Conflict Variable ............................................ 51 

Figure 3.2 Normal Q-Q Plot of Mean of Role Ambiguity Variable ........................................ 52 

Figure 3.3 Normal Q-Q Plot of Mean of Role Overload Variable .......................................... 53 

Figure 3.4 Normal Q-Q Plot of Mean of Job Performance Variable ....................................... 54 

Figure 4.1 Gender of Respondents........................................................................................... 61 

Figure 4.2 Marital Status of Respondents ................................................................................ 63 

Figure 4.3 Age of Respondents ................................................................................................ 65 

Figure 4.4 Years of Service of Respondents in the Organization ............................................ 67 

Figure 4.5 Highest Educational Achievement of Respondents ............................................... 69 

Figure 5.1  The Inverted-U Theory ........................................................................................ 111 

 

 

  



ix 

 

ABSTRACT 

This research is aimed at finding the relationship between job stress (role conflict, role 

ambiguity and role overload) and job performance among public sector employees. This 

study was conducted by using quantitative method where the data were collected by using 

questionnaires as the instrument. The data was collected from 63 employees in one of the 

local authority in Kota Samarahan, Sarawak. The data were then analysed by using both 

descriptive and inferential statistics. Pearson Correlation test procedure was used to measure 

the relationship between the independent variables and dependent variable and the Linear 

Regression test used to determine the impact of independent variable on dependent variable. 

The findings have shown that there is a significant relationship between the job stress and job 

performance. It was also found that there is a significant impact of job stress on job 

performance among public sector employees. Moreover, the researcher has recommended a 

few recommendations that could guide the organization, Human Resource practitioner and 

future researches. 

Keyword: Job Stress, Job Performance, Role conflict, Role Ambiguity, Role Overload 
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ABSTRAK 

Kajian ini bertujuan untuk mengkaji hubungan antara tekanan perkerjaan (konflik peranan, 

kekaburan peranan dan kelebihan peranan) dengan prestasi kerja dalam kalangan pekerja 

sektor awam. Kajian ini dijalankan dengan menggunakan kaedah kuantitatif di mana data 

yang telah dikumpulkan dengan menggunakan soal selidik sebagai instrument kajian. Data 

kajian dikumpulkan dari 63 pekerja di salah satu pihak berkuasa tempatan di Kota 

Samarahan, Sarawak. Data ini dianalisis dengan meggunakan statistik deskriptif dan 

inferensi. Selain itu, ujian kolerasi Pearson digunakan untuk megukur hubungan antara 

pembolehubah bebas dan pembolehubah bersandar dan ujian Regresi Linear digunankan 

untuk menentukan kesan pemboleh ubah bebas terhadap pemboleh ubah bersandar. Hasil 

kajian telah menunjukkan bahawa terdapat hubungan yang signifikan di antara tekanan kerja 

dan prestasi kerja. Justeru, kajian ini juga menunjukkan bahawa terdapat kesan tekanan kerja 

yang signifikan terhadap prestasi kerja dalam kalangan pekerja sektor awam. Oleh itu, 

pengkaji telah mencadangkan beberapa tumpuan yang boleh membimbing organisasi, 

pengamal sumber manusia dan kajian masa depan. 

Kata kunci: Tekanan Pekerjaan, Prestasi Kerja, Konflik Peranan, Kekaburan Peranan, 

Kelebihan Peranan 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background of Study 

The expression “job performance” have been acquired great attention in discussions 

on organizational productivity. Job performance is one of the factors affecting the 

organization's efficiency.  Success of an organization always depend on the actions and 

decisions of employees, although there are many other factors that contribute to this success, 

such as the size of the organization, the atmosphere in which it works and its activities 

(Mohammad, Qudah, Osman, & Qudah, 2014). 

Job performance is one of the key factors determining the outcome and reputation of 

the organization. The markets are also very competitive nowadays and the competition is 

cutthroat. It's hard to start, thrive, maintain, and succeed in the market for every organization. 

The company that can take the lead in the industry by taking advantage of other rivals 

through talented and dedicated workers. Employees' commitment to work is the most 

important factor in business development and excellence. Employees performance in various 

jobs in close coordination is necessary for the organization's success (Robert Maduok, 2016). 

Therefore, organizational effectiveness and productivity is depending on the quality of work 

from the employees. 

According to Shaikh, Tunio, & Shah (2017), job stress is one major issue that faced 

by employees. The overall efficiency and effectiveness of the organization is affected by job 

stress among the employees. Ester (2014) supported this fact and indicated that stressed 

employees are not doing well and stress acts in most organizations as a catalyst for poor job 

performance. Rapid rise of job stress cause trouble for the employer because low productivity 

results from high level stress. Although stress at work is a common issue, it should be well 

handled, particularly in terms of mental and physical health, taking into consideration the 



2 

 

undesirable effects of job stress on employees (Ismail, 2016). Most people are not aware of 

and did not care about the work stress that happens in the company. They should realize that 

job stress is not only affecting work performance, it is also will affect their well-being (Bilal, 

Ali, Sulaiman, Naim, & Ali, 2014).  

Generally, organizational workers feel stressed when lack of opportunities for career 

advancement, missed deadlines, to maintain good relationship with co-workers, managers 

and other superiors, lack of roles and innovation certainty and also long working hours. Even 

at times, senior management's job rotation is responsible for stress creation in the workplace 

(Khan & Imtiaz, 2015). Whereas the effects of job stress are absenteeism, high medical costs 

and turnover of employees, retention and training of new employees and reduced employee 

productivity and efficiency (Lenson, Muda, Halim, & Abdullah, 2019). 

According to Johanim & Mohd-shamsudin (2018), public sector organizations' 

performance in Malaysia kept lagging. Competitiveness ranking of Malaysia declined from 

2010 to 2014 based on Global Competitiveness Report and IMD World Competitiveness 

Report 2015. Employees in public sector are the backbone of good public service in a 

country. In fact, Prime Minister Tun Dr Mahathir Mohamad relentlessly reminds them to 

enhance the level of service delivery and to reflect a good image of the public sector 

whenever he meets civil servants in any forum (Periasamy Gunasekaran, 2019). However, the 

performance of the public service in Malaysia has declined since 2014 based on a World 

Bank report. Malaysia ranked low in accountability, impartiality, transparency and indicators 

of public service accessibility. According to the world's leading public sector expert Rajni 

Bajpai, Malaysia is better than many in South-East Asia but in the field of the Organization 

for Economic Cooperation and Development (OECD), there has been a very large gap in the 

performance of its civil servants (Sim Leoi Leoi, 2019). 
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Overall, the working culture of the public sector is very different from the private 

sector. This can be seen from the organization's structure, which is more hierarchical than the 

private sector. All policies, rules and procedures are extremely structured, clearly stated and 

well documented in relation to all aspects. According to Lewig and Dollard (2001) as cited in 

Rafiq, Shah, & Medabesh (2015) found that employees in public sector facing higher job 

stress than private sector employees. According to Datuk Noor Farida Mohd Ariffin of the 

Group of 25 Eminent Malays (G25), there are so many overlaps in terms of functions and 

roles among public sector employees which causes stress and affects their work performance 

negatively (“Public sector needs further reforms, say experts,” 2019). Therefore, it is 

important to study job performance which concerns the public sector because it represents 

government performance and quality of service in order to achieve the national agenda of 

Shared Prosperity Vision 2030 (Periasamy Gunasekaran, 2019). The purpose of this study is 

to determine the relationship between job stress and job performance among public sector 

employees. 
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1.2 Problem Statement 

Job performance of employees is crucial to a developing country like Malaysia. 

Intense competitions prevail among the companies to be greater than the other in today’s 

business world. Any company’s success can only be accomplished by the factor called 

employee efficiency. If an employee performs to his best this would definitely lead to 

effective organization (Sritharan, 2019). However, Malaysian workforce experiences high 

productivity losses according to the survey AIA Vitality 2019 on Malaysia’s Healthiest 

Workplace. Malaysia is affected by the loss of workplace productivity due to a significant 

absence (not being at work for health reasons) and presenteeism (being at work while unwell) 

in its workforce. This survey revealed that each organization are facing productivity lost 

which costing approximately a total of RM 1.46 million per month (AIA Vitality Bhd, 2019). 

According to the Malaysian Employment Federation's executive director Shamsuddin 

Bardan, low productivity levels among employees can push investors to neighbouring 

countries, which will give a negative impact on the Malaysia’s economy. 

According to statistics reported by the website of Malaysian Department of Statistics, 

market output in the fourth quarter of 2014 was inconsistent, from 4.60% rather than 8.80% 

in the third quarter of the same year, from 4.60% rather than 8.80% in the same year. 

Malaysian employees nearly 70% have suffered from stress-related illness due to the 

challenging world economic climate as reported in the 2015 online survey of Regus (Azhar, 

Shamsudin, & Pourpunsawat, 2018). Moreover, 2019 survey of AIA Vitality revealed that 

51% of Malaysian employees are suffering from at least one aspect of job-related stress. This 

survey also found that Malaysian employees are very stressed due to overworked and as a 

result they are at high risk of health issues and performing poorly in their work (AIA Vitality 

Bhd, 2019). 
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The performance of employees is one of the major concerns for all the business. 

High-performance job system is known as a distinguishing attribute for leading business, but 

many businesses are facing insufficient policy issues, low-skill managerial levels and not 

allowing employees to work to the full potential (Siswanto, Supriyanto, Ni’mah, Asnawi, & 

Wekke, 2019). According to Sritharan (2019), employee performance is impeded by the 

extreme stress level faced at the workplace. In addition, Tan Sri Lee Lam Thye, the president 

of the National Institute of Occupation Safety and Health (NIOSH) said workers face high 

levels of stress because it is an unknown issue in the organization that causes them to become 

depressed, unable to manage their emotional at work and causing several problems for the 

organization (Ling & Bhatti, 2014). 

Productivity declined due to stress levels and was mainly affected in sectors such as 

public administration and defence, teaching and human health and social work. (HSE, 2018). 

Work stress and performance of employees should be regarded as a collective issue with 

massive implications for an employee’s overall well-being (ILO, 2016). In the workplace 

context, job stress is nothing new but currently becomes more complex (Swartz & Potgieter, 

2017). A survey report prepared by Ricardo Blaung Amy Kenyen Rohit Lekhi (2007) as cited 

in Rafiq et al. (2015) reported employees in public sector are currently facing more job stress 

than employees in the private sector. 

Overall, several empirical studies have shown inconsistent results on the relationship 

between job stress and job performance. Some of the previous studies indicated that role 

conflict, role ambiguity, workload, time pressure, lack of motivation, bullying and resources 

reduction are the main factors that affecting job performance. Past research had shown 

moderate levels of work stress from 1993 to 2017. Moreover, employees in different sectors 

or units may have different levels of job stress so the future studies can be concentrated on 
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job stress among workers in manufacturing, service and civil sectors because less study has 

been conducted on these particular sectors (Burman & Goswami, 2018). 

In Malaysia context, there are some studies have been conducted about job stress and 

job performance. For instances, Aini & Ibrahim (2013) conducted a research about the impact 

of work stress on the performance of workers in electronic manufacturing, Ling & Bhatti 

(2014) did a research in University Utara Malaysia (UUM) on job stress and performance 

among management staff and Long, Kowang, Ping and Muthuveloo (2017) carried out a 

study on the effect of work stress on the performance of nurses in Malaysia. In addition, 

Ariffin, Sahaib and Mazhisham (2017) conducted a study in Automotive Lightning Sdn Bhd 

in Batu Kawan, Malaysia to determine the effect of role ambiguity, role conflict, work 

overload and relationship conflict on performance of employees. 

The main factors that significantly affects job performance in workplace are role 

overload, role conflict and role ambiguity (Ravinayana & Ramakrishna, 2016). According to 

Rani (2018) organizational role stress which is consists of role conflict, role ambiguity and 

role overload is a global phenomenon which affects all occupations and tension due to a 

person’s position in a system. Individual who experiences job stress are more likely to 

perform poorly in their job. According to Khan & Imtiaz (2015), there are numerous 

literature studies deal about job stress with job commitment, job motivation and job 

satisfaction. However, very less studies have been focussed on the relationship between job 

stressors variables such as role conflict, role ambiguity and role overload and job 

performance. 
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Therefore, it is important to conduct a study about the relationship between job stress 

and job performance in Malaysia. The possibility of experiencing job stress and burnout is 

higher among employees in public sector because they must work under pressure to maintain 

productivity and key performance. Therefore, the purpose of this study is to fill the gap by 

determining the relationship between job stress and job performance among public sector 

employees. 

1.3 Objectives of Study 

1.3.1 General Objective  

To determine the relationship between job stress and job performance among public sector 

employees. 

1.3.2 Specific Objectives 

i. To determine the relationship between role conflict and job performance among 

public sector employees. 

ii. To determine the relationship between role ambiguity and job performance among 

public sector employees. 

iii. To determine the relationship between role overload and job performance among 

public sector employees. 

iv. To determine the impact of role conflict on job performance among public sector 

employees. 

v. To determine the impact of role ambiguity on job performance among public sector 

employees. 

vi. To determine the impact of role overload on job performance among public sector 

employees. 
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1.4 Research Questions 

1. Is there any relationship between role conflict and job performance among public 

sector employees? 

2. Is there any relationship between role ambiguity and job performance among public 

sector employees? 

3. Is there any relationship between role overload and job performance among public 

sector employees? 

4. What is the impact of role conflict on job performance among public sector 

employees? 

5. What is the impact of role ambiguity on job performance among public sector 

employees? 

6. What is the impact of role overload on job performance among public sector 

employees? 

 

 

 

 

 

 

 

 

 


