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ABSTRACT 

There are similar studies have been done in western countries, but only a few studies have 

been done in Sarawak, Malaysia. Among the studies are proposes that work-family conflict is 

a significant predecessor of work performance. Hence, the present study fills up the gap by 

determining the relationship of time-based, strain-based and behavior-based in work-family 

conflict (WFC) and Work Performance among government employees in the Department of 

Labour Sarawak. The purpose of the present study is to determine the relationship of time-

based, strain-based and behavior-based in WFC and Work Performance among government 

employees and investigate the dominant factor in WFC and Work Performance among 

government employees. The data was collected from government employees working in the 

Department of Labour Sarawak. There are 155 questionnaires were used to analyze the data. 

Results indicate that a positive and significant relationship was found between time-based 

and strain-based in WFC and work performance. Next, no significant relationship between 

behavior-based in WFC and work performance. Besides, results indicate strain-based is a 

dominant factor in WFC and work performance. The conclusion of this study can contribute 

to the Department of Labour Sarawak to identify factors that affect employees work 

performance and as a guideline for designing new policies. The conclusion of this study also 

can contribute to Department of Labour Sarawak employees being aware of work-family 

conflict and understand the importance of resolving conflicts to achieve work performance. 

Keywords:  Time-based, strain-based, behavior-based, work performance       
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CHAPTER ONE 

INTRODUCTION 

 

1.0 INTRODUCTION 

This chapter consists of several sections that will explain about the relationship of the 

factors that cause conflicts that occur with government employee’s performance. This chapter 

briefly addresses the study background, problem statement, accompanied by the research 

objectives, research questions, the study's significance, the study's limitation and terms 

description, and the summary ends. 

 

1.1 BACKGROUND OF STUDY 

Working is defined as the amount of time spent by an individual to carry out a job or 

task (Brett and Stroh, 2003). Work and family are the most important and not easily separated 

aspects of human life. The workers always ended with tension and difficulty in giving 

priority to both job and family while trying to reconcile work and family. Employees 

appeared to be under personal stress as a result of the conflict of work and family obligations. 

This eventually sparked a work-family conflict (WFC) among government employees in 

Sarawak. 

Greenhaus and Beutell (1985), in particular, have conceptualized WFC into three 

conflict sources, namely time-based, strain-based, and behaviour-based. These three sources 

will become the variables of the study. Currently, during COVID-19 pandemic, it has a 

profound effect on these independent variables, that will be a measure of the work 

performance of government employees in Sarawak.  
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According to Motowidlo, Borman, & Schmit, (1997), work performance is 

characterized as the cumulative estimated value of the independent behavioral events 

completed over a regular duration of time by a person to the organization.  In this concept, 

one significant idea is that success is a behavioral property. 

Public sector organizations in Sarawak, being the largest employers in the state, have 

pioneered work-life structures that can be emulated by private sector organizations. 

Nevertheless, these structures are still in the early stages, and it is also assumed that 

organizational as well as employee’s knowledge of WFC and problems related to work-life 

are still at a basic level. The purpose of this study is to gain a better understanding of the 

relationship between WFC and Work Performance among government employee in Sarawak. 

This study targets the employees in the Department of Labour Sarawak as respondents. This 

study will reveal the relationship between WFC and Job Performance among employees in 

the Department of Labour Sarawak. 

  

1.2 PROBLEM STATEMENT 

 The purpose of this study is to gain a better understanding of the current situation of 

employees' work-family conflict in the government employees’ context of Sarawak. In 

addition, since the Malaysian government focuses on the implementation of public sector 

work-life policies, there is a need for more research on countries with diverse cultural 

contexts (Poelmans, 2005). 

 In this field, most similar studies have been done in western countries, but only a few 

studies have been done in Sarawak, Malaysia. Among the studies are, which have been 

conducted by Obrenovic, B., et. All, (2020), according to this hypothesis, work-family 

conflict is a crucial predictor of work performance.   
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 Researchers also hope that, with this study, the outcomes will help to improve the 

existing theory related to the relationship between WFC and work performance among 

government employees in Sarawak. 

  

 

1.3 OBJECTIVE OF THE STUDY  

 

1.3.1:  General Objective 

To investigate the relationship between WFC and Work Performance among 

government employees in Sarawak. 

 

1.3.2:  Specific Objectives: 

i) To determine the relationship of time-based in WFC and Work Performance 

among government employees in Sarawak. 

ii) To determine the relationship of strain-based in WFC and Work Performance 

among government employees in Sarawak.  

iii) To determine the relationship of behavior-based in WFC and Work 

Performance among government employees in Sarawak. 

iv) To investigate the dominant factor in WFC and Work Performance among 

government employees in Sarawak. 
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1.4 RESEARCH HYPOTHESES 

There are four hypotheses in this study, namely: 

i) Ha1:  There is significant relationship between time-based in WFC and 

employee performance. 

ii) Ha2:  There is significant relationship between strain-based in WFC and 

employee performance. 

iii) Ha3:  There is significant relationship between behavior-based in WFC and 

  employee performance. 

iv) Ha4:  There is a dominant factor in WFC and employee performance. 

 

1.5 CONCEPTUAL FRAMEWORK 

 A conceptual framework is a model that the researcher feels best explains the natural 

progression of the phenomena under investigation according to Camp, (2001). Liehr & 

Smith, (1999) stated it is the researcher's description of how the research question will be 

investigated. The conceptual framework depicts an integrated approach to a subject under 

investigation. In this study, role conflict is used to determine and analyse the research data. 

 

Figure 1.1: Conceptual Framework 
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1.6 SIGNIFICANCE OF THE STUDY 

Theory and research methodology are discussed in depth in the important of study 

discussions: 

 

1.6.1  Significance of theory 

Based on the past research related WFC and work performance among government 

employees that has been carried out, it shows that they are antecedent of work-family 

conflict. This study was conducted to investigate the relationship between WFC and work 

performance among government employees in Sarawak. Existing theories can be used to 

further characterise the work-family conflict. The findings of this study will be utilised to 

strengthen the current hypothesis on the relationship between WFC and work performance 

among Sarawak government employees. 

 

1.6.2  Significance of research methodology  

Questionnaire is used to compile and collect data. The questionnaires were randomly 

distributed among government employees in Sarawak. Furthermore, to comply with the 

standard operating procedure enforced by the government during the COVID-19 pandemic 

period, then the data was analyzed to check the study's validity and reliability. Scientific 

research methods need explanation based on the collected facts, measurement, and 

observation (Rajasekar, Philominathan, & Chinnathambi, 2013). It is necessary to verify that 

explanation by using experiment to produce a good result. 

 

1.7 LIMITATIONS OF THE STUDY 

This study has certain limitations that should be addressed. Only government 

employees in Sarawak were questioned for this study. Or in particular, the respondents are 
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only from among the employees in the Department of Labour Sarawak only. Therefore, all 

the results of this study cannot be generalized to any department in the government sector or 

other private sectors. 

Similarly, this study only focusses the three variables determine the of WFC among 

government sector employee in Sarawak.  There are three types of conflict: time-based, 

strain-based, and behavior-based. This study's findings are solely based on those factors. As a 

result, future studies are advised to vary the variables even further in order to uncover the 

factors that influence work performance among Sarawak government employees.  

On the other hand, this study uses self-reported data, which means that we need to 

record what people have responded in the questionnaires, which can rarely be verified 

independently. 

 

1.8  DEFINITION OF TERMS 

1.8.1 : Time-based conflict 

 Conceptual Definition 

“Time-based conflict occurs when the time demands associated with one role restrict 

the amount of time that can be devoted to the other role, inhibiting one’s performance in the 

latter role.” (Greenhaus, J.H. et al, forthcoming). 

 Operational Definition 

Time-based conflict applies to the dispute that occurs when the dispute hours committed to 

one job makes it impossible for the employee to take part in the other position. 

 

 

 



7 
 

1.8.2 : Strain-based conflict 

 Conceptual Definition 

“Strain-based conflict occurs when stress arising in one role is carried or transferred 

to the other role, with the consequent strain symptoms (e.g., anxiety, irritability) reducing 

effectiveness in the second role” (Greenhaus, J.H. et al, forthcoming). 

Operational Definition 

In one role, burden reduces the opportunity to fulfill the conditions of another role or 

interrupts with involvement in another role.  

1.8.3 : Behavior-based conflict 

 Conceptual Definition 

“In behavior-based conflict, a behavior that is effective in one role (e.g., an 

authoritarian interaction style) is inappropriately applied to the other role reducing one’s 

effectiveness in the role” (Greenhaus, J.H. et al, forthcoming). 

Operational Definition 

It is triggered because one role's behaviour opposes the other role's conduct.  

1.8.4 : Work performance 

 Conceptual Definition 

“Work performance has been defined as the overall expected value from employees' 

behaviors carried out over the course of a set period of time” (Motowidlo, Borman, & 

Schmidt, 1997). 

Operational Definition 

Employees that are provided with a particular set of guidelines outlining their work 

responsibilities and how they specifically contribute to the organisation's overarching 
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business purpose are much more successful and concise when conducting their everyday 

activities. 

 

1.9  SUMMARY 

 The next chapter will be discussing on the literature review. 
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CHAPTER TWO 

LITERATURE REVIEW 

 

2.0 INTRODUCTION 

This chapter discusses the literature review of the study.  Several issues related to the 

study of relationship between WFC and Work Performance among government employees in 

Sarawak. Next, discuss on the theory related to this study then followed by a discussion of 

past similar research findings from similar research done by other researchers. This chapter 

ends with a summary. 

 

2.1 DISCUSSION OF ISSUES RELATED TO TOPIC 

Carlson & Kacmar, 2000; Kossek & Ozeki, (1998) states, in any event, today's work-

family conflict is the core construct of work-family balance research, so it helps one to 

concentrate emphasis on potential backgrounds and possible consequences of difficulty 

emotions: the struggle to balance family and career responsibilities may be a source of job 

frustration.  

Greenhaus and Beutell, (1985) defined work-family conflict as a type of inter-role 

dispute in which, in certain ways, the role pressures from the realms of work and family are 

completely contradictory. In other words, engagement within role of work (family) is 

becoming more complicated because of engagement in the role of family (work). 

Babin and Boles, (1998), defined work performance as the scale of productivity of an 

individual worker in many task activities and performance compared to his or her peers. In 

their research model, Christen et al. (2006) they indicated that the commitment and capability 

of employees dictated the degree of job efficiency. 
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COVID-19 is known as the deadly virus and organisations have to lock down and 

implement creative solutions to sustain their everyday work from home because of it. Karin 

et.al., (2020), Wang C. et al., (2020) in their stated in their study, found that the quality of 

performance of workers was decreased when operating from home. In order to alleviate fear 

and resume official work from home, it is a positive initiative. Yet it still has drawbacks. 

Frustration, work-families conflict, digital inequality, fatigue, not all work can be completed 

from home, and many other problems concerning the performance of employees. 

 

2.2 DISCUSSION OF RELATED THEORY/MODEL 

According to Carlson et al. (2000), Work-family conflict also happens when work 

commitments clash with home life, or vice versa. There are few forms of conflicts, such as 

time-based conflicts (for example, shortage of family or leisure time, or time constraint), 

strain-based conflicts (for example, exhaustion, stress, or fear), and behavioral-based 

conflicts (for example incompatible behavioural expectations between work and home life). 

In this study, all the types of conflict become an independent variable to measures 

work-family conflict among Sarawak public service employee. This will come under Role 

Conflict Theory when the employee experiencing confusion or conflict within a role can lead 

to a state of undesirability. Conflicting demands between roles (for example time, 

incompatible behaviour) lead to personal conflict, making successful performance of each 

role more difficult. 

Another theory used in this study is Theory of Performance (ToP). According to 

Artley & Stroh, (2001); Bransford, Brown & Cocking, (2000), six foundation principles that 

form a structure that is used to describe success and performance enhancements are created 



11 
 

and related to the Theory of Performance. This theory will be used to study the work 

performance among government employees in Sarawak. 

 

2.3 DISCUSSION OF PAST SIMILAR FINDINGS 

In this study, there is a related empirical study regarding the work-family conflict among 

Sarawak public service employee. 

 

2.3.1  Empirical Evidence 

The relationship between work-family conflict and working time. This finding is 

similar to the research done in the west by Frone et al, (1997); Grzywacz & Marks, (2000); 

Judge, Boudreau & Brets, (1994); Major, Klein & Ehrhart, (2002) suggests that work time is 

linked to work-family conflicts in a major and constructive way. Based on studies done in 

Malaysia by Aminah, (2005) It has been found that the extra hours spent at work appear to 

affect the work-family interface tension faced in government hospitals by female doctors, 

which also refers to government employees in general.  

According to Ashfaq et al., (2013), generally, there will be two factors in developed 

countries (i.e., work-life conflict and work overload) related to jobs that have a direct impact 

on the performance of workers. According to Warokka & Febrilia, (2015) studies, work-

family conflict has a negative influence on job performance. This statement is further 

supported by Greenhaus et al., (2006), WFC happens where there is a difference between 

actual circumstance and person assumption that will interrupt and decrease their role’s 

performance at work or family. 

According to Pradifta & Subudi, (2019) organizational success is dependent on 

performance. The sooner the organisation achieves its objectives, the better the employee's 

performance. Employee performance will be at its peak if they are able to manage conflict, 
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are dedicated to their work, and can split their time between work and home responsibilities.  

Employees are stressed and emotionally affected by conflict at work or in the home because 

of time-based conflict, strain-based conflict, and behavior-based conflict. 

 

 

2.4  SUMMARY 

Next chapter is focus on the research methodology for this study. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

 

3.0 INTRODUCTION 

 

In this study the whole chapter presents the methodology. This chapter is divided into 

several categories including research design, population, sample with sampling procedure, 

research instrument used, validity and reliability, study ethics, data collection procedure, and 

data analysis procedure. The summary in this chapter would be the ending. 

 

3.1 RESEARCH DESIGN 

The purpose of this study is to investigate the relationship between WFC and Work 

Performance among government employees in Sarawak. The research design in this study is 

to determine the correlation between:  

 

i) To determine the relationship of time-based in WFC and Work Performance 

among government employees in Sarawak. 

ii) To determine the relationship of strain-based in WFC and Work Performance 

among government employees in Sarawak.  

iii) To determine the relationship of behavior-based in WFC and Work 

Performance among government employees in Sarawak. 

iv) To investigate the dominant factor in WFC and Work Performance among 

government employees in Sarawak. 
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In this study the research design was carried out using quantitative approach. 

Questionnaires are standardized to reduce interview respondents' confusion and 

misinterpretation. The questionnaire is widely used to collect data for researchers. A larger 

amount of sample was obtained via this process. 

Another advantage of using questionnaire approaches in the bargain is the 

respondents can be randomly selected from a sample representing the characteristics of the 

studied population. To prevent bias, the respondents were issued identical collection of 

questionnaires. Closed questions and Likert scale form used in the questionnaires for the 

research. As a result, researchers used the questionnaire to collect the data for this study 

purpose as a questionnaire to acquire the information for this study are effective, prompt and 

flexible. 

 

3.2  POPULATION, SAMPLE & SAMPLING PROCEDURE 

This research was carried out among the Department of Labour Sarawak employee’s 

population in Sarawak. Total population of employees in Department of Labour Sarawak is 

293 employees in various grades and positions. Based on Krejcie & Morgan (1970), the 

samples determined using the table that have been design (Table 1) For this study, sample has 

taken are 165 respondents from the broader Department of Labour Sarawak employee 

population. 

This method of sampling comes under probability sampling; simple random selection 

where the samples are picked at random. In some extent, this approach is useful for 

researchers because it takes less time and is also free of any prejudice because everyone has a 

chance to take part in this analysis. 
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Table 3.1: Determining The Required Sample Size For A Given Population 

 

Note: N is the sample population; S is the sample size 

 

3.3 INSTRUMENT 

 Since quantitative research is the methodology used for this study, the research 

instrument used was a series of survey questionnaires. The prepared questionnaire was set in 

dual languages, English & Malay, as the respondents are all employees of the Department of 

Labour Sarawak. There are several parts of the questionnaire. The survey questionnaire 

developed using ‘Google Form’ application, as it is easier to distribute and easier to retrieve. 
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3.3.1  Section A: Demographics profile 

 In general, this section consists of the demographic profile of the respondents that 

includes their gender, age, marital status, race, religion, education level, service group, job 

status, and current location base and service period. In this study, the importance of this 

section is to enable researchers to understand the thinking of the respondents. In this segment, 

10 questions have been tailored for respondents. 

3.3.2  Section B: Time-based in WFC 

 This segment includes 10 questions tailored for respondents. It structured to determine 

the relationship of time-based in WFC and Work Performance among government employees 

in Sarawak. As a result, in section B of the questionnaire, five-point scale items were used. 

The research items, as well as the questionnaire for this study, adopted and adapt from the 

past study resources. Following that, a five-point Likert scale anchored by "strongly disagree" 

(1) to "strongly agree" (5) was used as the attitude measure for the independent variable as 

time-based in WFC, based on Rahim et al. (2012). 

3.3.3 Section C: Strain-based in WFC  

 This segment includes 10 questions tailored for respondents. It structured to determine 

the relationship of strain-based in WFC and Work Performance among government 

employees in Sarawak. As a result, in section C of the questionnaire, five-point scale items 

were used. The research items, as well as the questionnaire for this study, adopted and adapt 

from the past study resources. Following that, a five-point Likert scale anchored by "strongly 

disagree" (1) to "strongly agree" (5) was used as the attitude measure for the independent 

variable as strain-based in WFC, based on Rahim et al. (2012). 
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3.3.4 Section D: Behavior-based in WFC  

 This segment includes 10 questions tailored for respondents. It structured to determine 

the relationship of behavior-based in WFC and Work Performance among government 

employees in Sarawak. As a result, in section D of the questionnaire, five-point scale items 

were used. The research items, as well as the questionnaire for this study, adopted and adapt 

from the past study resources. Following that, a five-point Likert scale anchored by "strongly 

disagree" (1) to "strongly agree" (5) was used as the attitude measure for the independent 

variable as behavior-based in WFC, based on Rahim et al. (2012). 

3.3.5 Section E: Work performance. 

 The remaining 10 questions are constructed to determine the relationship of WFC and 

Work Performance among government employees in Sarawak. As a result, in section E of the 

questionnaire, five-point scale items were used. The research items, as well as the 

questionnaire for this study, adopted and adapt from the past study resources. Then, a five-

point Custom Rating scale anchored by "very bad" (1) to "very good" (5) was adopted as the 

attitude measurement for the dependent variable as work performance. 

 

3.4  PILOT STUDY 

The researchers undertake the pilot study or known as well as the pre-test as one of 

the ways to check the validity and reliability of the survey questionnaire. In the pilot test 15 

respondents are selected among employees in Marudi Divisional Office, Department of 

Labour Sarawak. The questions are built on the basis of each of the objectives requires. The 

data collected from the respondents were then analyzed using the Statistical Package for 

Social Sciences (SPSS) Version 26.0 software. 
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The appropriate modification was made based on the data analyzed and the 

researchers began preparing for the data collection. Researchers prepared all the material 

needed while the survey questionnaire was being distributed. 

 

3.5  VALIDITY & RELIABILITY 

Validity is referring to precisely measured a concept in quantitative research and 

reliability is the consistency of a measure. (Heale & Twycross, 2015). The validity and 

reliability test of this research has been performed. The results show that Cronbach’s alpha 

coefficients ranged of the study is between .66 and .95, which are within the general 

minimum acceptable level reliability .60 as suggested by Cronbach (1951). Table 2 shown 

reliability statistics of Study Variables. The reliability test was conducted to determine the 

internal consistency and usability of the measurement apply in this study.   

 

 

Table 3.2: Reliability test for Pilot Test 

 

Variables N of items 

Cronbach’s 

Alpha Value 

 

Time-based 

 

10 .873 

Strain-based 10 .910 

Behavior-based  10 .662 

Work Performance 10 .957 

All variables  40 .914 
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3.6  ETHICS OF THE STUDY 

There are certain ethical concerns which concern researchers when conducting this 

research. Ethical problems are usually a subject throughout the undertaking of the study 

process. Plagiarism is the main ethical issue. Plagiarism is defined as the act of duplicating or 

utilising another person's or organization's work or ideas without giving them due credit and 

acknowledgement. The best approach to deal with this problem is to reference or quote the 

sources that the researchers utilise. 

Next ethical concern is deception. Giving the volunteers the false idea about the study 

is referred to as deception. This is an improper action toward the participants, and they may 

get uncomfortable and refuse to participate in the study as a result. Another ethical problem is 

with coercion. Coercion means researchers are not allowed to use any coercion to get people 

interested in this study. 

The last ethical issue that could relate to this study is manipulation of data. By 

manipulating the data, the researchers deceive others. They obstruct the study's progress and 

lead their colleagues mislead (Kamat, n.d.). This may cause the researchers to lose 

confidence in their collaborators and participants. To make this research successful this 

aspect should be handled properly. 

 

3.7  DATA COLLECTION PROCEDURE 

Researchers used two forms of procedure in this study to gather the information and 

data. Primary and secondary data may develop. The primary data collected through the use of 

survey questionnaire, which respondents filled out directly using the Google Form. 

Secondary data, on the other hand, is data collected indirectly by the researchers from other 

sources such as websites, newspapers, journals, and electronic article. The collected data was 

then analyzed using SPSS version 26.0 software. 
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 In the primary data procedure, researchers had distributed the questionnaire to the 

employees in the Department of Labour Sarawak. This is done after the supervisor approved 

the survey questionnaire and got an approval letter from the faculty. It was distributed to all 

the employees that are willing to be involved in this study by using Google Form. This is 

because it is the easiest and fastest way in collecting data during the COVID-19 pandemic. 

The Google form link is posted to the Department of Labour Sarawak official employees’ 

email to find possible respondents. The Google form was opened for a few days. The data 

collected then were analysed using SPSS. 

 For secondary data, researchers look for more information directly from academic 

books, journals, theses, and other sources to gain a deeper understanding and ensure that the 

sources they utilised are more relevant, reliable, and correct. Researchers also utilised Google 

Scholar to find material from online journals and articles, among other sources. The 

researchers utilised a mix of terms such as time-based, strain-based, behavior-based, and 

work performance. 

  

3.8  DATA ANALYSIS PROCEDURE 

The data obtained from the survey questionnaire was analyzed in this quantitative 

research using Statistical Package for Social Science (SPSS) version 26.0. The demographics 

data of the respondents as well as the variables both were summarized by using descriptive 

statistic. 

Descriptive statistics are descriptive coefficients that describe a collection of data, 

which might be a representation of the complete population, or a sample drawn from the data. 

The descriptive approach was utilized in this study to present the respondents' demographic 

profile as well as data in the form of frequency, percentage, mean, and standard deviation. 
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3.9  SUMMARY 

In conclusion, this chapter describes the methodology aspect of the research. The findings are 

discussed in further detail in the next chapter. 
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CHAPTER FOUR 

FINDINGS 

 

4.0 INTRODUCTION  

 This chapter presents the findings of the research and discussion related to it. The data 

gathered are being analysed according to the objectives in chapter 1. This chapter basically 

consists of two main sections. The first section stress more on respondents’ demographics 

profile whereas the last section discusses on the overall finding in details. 

 

4.1 RESPONDENT BACKGROUND 

 The respondents’ demographic characteristics in this study includes, gender, ages, 

marital status, race, religion, education level, service group, job status, current location base, 

and service period. Two hundred and ninety-three sets of online survey questionnaire have 

been distributed yet only one hundred fifty-five employees of the Department of Labour 

Sarawak were participated in the present study.  

 

4.1.1  Gender 

 Figure 4.1 shows pie chart of the gender frequencies and percentages of the 

respondents. This study is to find the distribution of gender among the respondents. The 

gender distribution is important to analyze the trend and pattern of respondents in data 

contribution in this study.  
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Figure 4. 1: Gender 

 

4.1.2 Age 

 Figure 4.2 shows the pie chart of age frequencies and percentages of the respondents. 

This study is to find the distribution of age group among the respondents. The age group 

distribution is important to analyze the trend and pattern of respondents in data contribution 

in this study. 

 
 

Figure 4.2: Age 
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4.1.3 Marital Status 

 Figure 4.3 shows the pie chart of marital status frequencies and percentages of the 

respondents. This study is to find the distribution of marital status among the respondents. 

The marital status distribution is important to analyze the trend and pattern of respondents in 

data contribution in this study. 

 
 

Figure 4.3: Marital Status 

 

 

4.1.4  Race 

 Figure 4.4 shows the pie chart of race frequencies and percentages of the respondents. 

This study is to find the distribution of race among the respondents. The race distribution is 

important to analyze the trend and pattern of respondents in data contribution in this study. 
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Figure 4. 4: Race 

 
 

4.1.5 Religion 

 Figure 4.5 shows the pie chart of religion frequencies and percentages of the 

respondents. This study is to find the distribution of religion among the respondents. The 

religion distribution is important to analyze the trend and pattern of respondents in data 

contribution in this study.  

 
 

Figure 4. 5: Religion 
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4.1.6 Education Level 

 Figure 4.6 shows the pie chart of education level frequencies and percentages of the 

respondents. This study is to find the distribution of education level among the respondents. 

The education level is important to analyze the trend and pattern of respondents in data 

contribution in this study. 

 
 

Figure 4. 6: Education Level 

 

 

 

 4.1.7 Service Group 

 Figure 4.7 shows the pie chart of service group frequencies and percentages of the 

respondents. This study is to find the distribution of service group among the respondents. 

The service group is important to analyze the trend and pattern of respondents in data 

contribution in this study. 
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Figure 4. 7: Service Group 

 

 

4.1.8 Job Status 

 Figure 4.8 shows the pie chart of job status frequencies and percentages of the 

respondents. This study is to find the distribution of job status among the respondents. The 

job status is important to analyze the trend and pattern of respondents in data contribution in 

this study. 

 
 

Figure 4. 8: Job Status 
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4.1.9 Current Location Base 

 Figure 4.9 shows the pie chart of current location base frequencies and percentages of 

the respondents. This study is to find the distribution of current location base among the 

respondents. The current location base is important to analyze the trend and pattern of 

respondents in data contribution in this study. 

 
 

Figure 4. 9: Current Location Base 

 

 

4.1.10 Service Period 

 Figure 4.10 shows the pie chart of service period frequencies and percentages of the 

respondents. This study is to find the distribution of service period among the respondents. 

The service period is important to analyze the trend and pattern of respondents in data 

contribution in this study.  
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Figure 4. 10: Service Period 

 

 

4.2 DESCRIPTIVE STATISTICS 

 This study is done to investigate the relationship between WFC and Work 

Performance among employees in Department of Labour Sarawak. It is involved the 

independent variables such as time-based, strain-based and behavior-based in WFC. The 

measurement is using a five-point Likert scale of 1 to 5, where is (1) Strongly Disagree (2) 

Disagree (3) Neutral (4) Agree and (5) Strongly Agree for the attitude measurement for the 

independent variable such as time-based, strain-based and behavior-based in WFC. 

Meanwhile, the measurement using a five-point Custom Rating scale 1 to 5, where is (1) 

Very bad (2) Bad (3) Moderate (4) Good and (5) Very Good for the attitude measurement for 

the dependent variable such as work performance.   

 To describe the respondent’s opinion in this study, the mean value less than 1.5 will 

be indicate that respondents are strongly disagree on the factor. When the mean value is 

greater than 1.5 will be indicate that respondent is disagree on the factor. When the mean 

value is greater than 2.5 and less than 3.5, it will be indicated respondent is neutral on the 

factor. When the mean value is greater than 3.5 and less than 4.5, it will be indicated 
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respondent is agree on the factor. When mean value is greater than 4.5, it will be indicated 

respondent is strongly agree on the factor. This value is used for independent variable such as 

time-based, strain-based and behavior-based in WFC.  

 Meanwhile, for the dependent variable as work performance, to describe the 

respondent’s opinion in this study, the mean value less than 1.5 will be rated those 

respondents are very bad on the factor. When the mean value is greater than 1.5 will be 

indicate that respondent is bad on the factor. When the mean value is greater than 2.5 and less 

than 3.5, it will be rated respondent is moderate on the factor. When the mean value is greater 

than 3.5 and less than 4.5, it will be rated respondent is good on the factor. When mean value 

is greater than 4.5, it will be rated respondent is very good on the factor. 

 Furthermore, the standard deviation of the other distribution among the respondents, 

that of their responses, is substantially related to the mean. This indicates how much the 

individual answers of the respondents to each of the criteria may differ from the mean. Thus, 

a standard deviation of greater than 1.33 indicates that the responses received were not in 

accord, whereas a standard deviation of less than 1 suggests that the responses obtained were 

in accord. 
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4.2.1 Descriptive Statistics of Time-based in WFC. 

 The respondents were instructed to indicate the degree level to which they agree that 

time-based in WFC related to their work performance. The summaries of the mean and 

standard deviations of their responses were shows in the Table 4.1. 

  

Table 4. 1: Descriptive Statistics of Time-based in WFC 

 

 N Mean Std. Deviation 

B1 155 2.73 1.169 

B2 155 2.75 1.175 

B3 155 2.65 1.204 

B4 155 2.88 1.211 

B5 155 3.22 1.112 

B6 155 2.35 1.149 

B7 155 2.54 1.164 

B8 155 2.28 1.048 

B9 155 2.85 1.205 

B10 155 2.78 1.213 

Valid N (listwise) 155   
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4.2.2 Descriptive Statistics of Strain-based in WFC.   

 The respondents were instructed to indicate the degree level to which they agree that 

strain-based in WFC related to their work performance. The summaries of the mean and 

standard deviations of their responses were shows in the Table 4.2. 

Table 4. 2: Descriptive Statistics of Strain-based in WFC. 

 

 N Mean Std. Deviation 

C1 155 2.67 1.140 

C2 155 2.53 1.130 

C3 155 2.50 1.047 

C4 155 2.97 1.159 

C5 155 2.72 1.102 

C6 155 2.28 1.066 

C7 155 2.54 1.089 

C8 155 2.76 1.185 

C9 155 2.60 1.108 

C10 155 2.79 1.204 

Valid N (listwise) 155   

 



33 
 

4.2.3 Descriptive Statistics of Behavior-based in WFC.  

 The respondents were instructed to indicate the degree level to which they agree that 

behavior-based in WFC related to their work performance. The summaries of the mean and 

standard deviations of their responses were shows in the Table 4.3. 

Table 4. 3: Descriptive Statistics of Behavior-based in WFC. 

 

 N Mean Std. Deviation 

D1 155 3.49 .956 

D2 155 3.86 .893 

D3 155 3.65 .965 

D4 155 3.27 1.071 

D5 155 3.51 .969 

D6 155 3.01 1.063 

D7 155 2.41 1.149 

D8 155 2.54 1.100 

D9 155 2.33 1.111 

D10 155 2.42 1.167 

Valid N (listwise) 155   
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4.2.4 Descriptive Statistics of Work Performance 

 The respondents were instructed to indicate the degree level to which they agree that 

WFC related to their work performance. The summaries of the mean and standard deviations 

of their responses were shows in the Table 4.4. 

Table 4. 4: Descriptive Statistics of Work Performance 

 

 N Mean Std. Deviation 

E1 155 3.84 .849 

E2 155 3.83 .844 

E3 155 3.86 .822 

E4 155 3.79 .897 

E5 155 4.02 .818 

E6 155 4.24 .765 

E7 155 4.19 .757 

E8 155 4.01 .773 

E9 155 4.00 .764 

E10 155 4.24 .722 

Valid N (listwise) 155   
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4.3 REPORT OF RESEARCH FINDINGS 

 

4.3.1 Gender 

 For the gender of respondents, pie chart in Figure 4.1 shows that the male frequency 

is 98, and the percentages are 62.3%. While the frequency of female respondents is 57 and 

the percentages are 36.8%. Thus, this shows that male is higher participating in this study. 

 

4.3.2  Age 

 For the age of the respondents, pie chart in Figure 4.2 shows that most of the 

respondents are from the age of 31-40 years old and 41-50 years old with the number of each 

frequency 54 out of 155. The percentage for each range of age is 34.8%. However, the 

number of frequencies for the respondents from the age of 51-60 are slightly low, 27, and the 

percentage is 17.4%. The number of frequencies for the respondents from the age of 18-25 is 

12, and the percentage is 7.7%. The lowest frequencies are 8, for the respondents from the 

age 26-30 years old with the percentage of 5.2%. 

 

4.3.3 Marital Status 

 For the marital status of the respondents, pie chart in Figure 4.3 shows that most of 

the respondents are married with the number of frequencies 129 out of 155. The percentage is 

83.2%. 24 more respondents are single with a percentage of 15.5%. The other 2 respondents 

divorced with a 1.3% percentage. 
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4.3.4 Race 

 For the race of the respondents, pie chart in Figure 4.4 shows that most of the 

respondents are from the Malay race with the number of frequencies 92 out of 155. The 

percentage is 59.4%. The second-largest respondents’ race is from Sarawak ethnics with the 

number of frequencies 49 and the percentage is 31.6%. Then followed by Chinese with the 

number of frequencies 11 and the percentages is 7.1%. The other 3 respondents are from 

other race with the percentages is 1.9%. 

 

4.3.5 Religion 

 For the religion of the respondents, pie chart in Figure 4.5 shows that most of the 

respondents are Muslims with the number of frequencies 113 out of 155. The percentage is 

72.9%. Then followed by Christian with a number of frequencies is 39 with the percentage of 

25.2%. Another 3 of respondents is Buddhist with percentages is 1.9%. 

 

4.3.6 Education Level 

 For the education level of the respondents, pie chart in Figure 4.6 shows that most of 

the respondents are possess Degree with the number of frequencies 50 out of 155. The 

percentage is 32.3%. The second-largest respondent’s education level is Diploma with the 

number of frequencies 45 and percentage is 29.0%. The third-largest respondent’s education 

level is SPM with the number of frequencies of 34 and a percentage is 21.9%. Then followed 

by respondents with STPM education level with the number of frequencies 16 and percentage 

is 10.3%. 8 respondents with a Master education level consist of 5.2% of total respondents. 

Each of the respondents with PhD and SRP/PMR education level comes with the number of 

frequency 1 and the percentage is 0.6%. 
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4.3.7 Service Group 

 For the service group of the respondents, pie chart in Figure 4.7 shows that most of 

the respondents are from the Support Group with the number of frequencies 92 out of 155. 

The percentage is 59.4%. Then followed by Management and Professional Group with the 

number of frequencies is 60 and percentage are 38.7%. The lowest is from the Top 

Management Group, that only 3 respondents with a percentage are 1.9%. 

 

4.3.8 Job Status 

 For the job status of the respondents, pie chart in Figure 4.8 shows that most of the 

respondents are from the permanent status with the number of frequencies 145 out of 155. 

The percentage is 93.5%. Another 10 respondents are in contract status with a percentage of 

6.5%. 

 

4.3.9 Current Location Base 

 For the current location base of the respondents, pie chart in Figure 4.9 shows that 

most of the respondents are from the Kuching division with the number of frequencies 42 out 

of 155. The percentage is 27.1%. This is excluding the respondents from Headquarters, 

Department of Labour Sarawak that also base in the Kuching division, which consist of 

another 9 frequencies and the percentage is 5.8%. The second-highest number of frequencies 

is from the Miri division, with 28 respondents and the percentage is 18.1%. The third-highest 

number of frequencies is from the Kota Samarahan division with 18 respondents and the 

percentage is 11.6%. Then followed by Sarikei division with a number of frequencies is 15 

and percentages is 9.7%. The number of respondents’ frequencies from the Sibu division is 

10 and the percentages are 6.5%. The number of respondents’ frequencies from the Bintulu 
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division is 8 and the percentages are 5.2%. The number of respondents’ frequencies from the 

Mukah division is 7 and the percentages are 4.5%. The number of respondents’ frequencies 

from the Saratok division is 6 and the percentages are 3.9%.  Then followed by the number of 

respondents’ frequencies from the Betong division are 3 and percentages is 1.9%. Each of 

Marudi, Limbang and Serian division respondents have a number of frequencies are and the 

percentages are 1.3%. Other respondents are from Bakun, Lawas and Sri Aman division, 

consist of 1 number of frequencies and percentages is 0.6%. From the table, it can be 

concluded that most of the respondents are from large divisions and urban areas. Compared 

to only a small number of respondents from small and rural areas. 

 

4.3.10 Service Period 

 For the service period of the respondents, pie chart in Figure 4.10 shows that most of 

the respondents are served more than 21 years with the number of frequencies 56 out of 155. 

The percentage is 36.1%. The second-highest number of frequencies is respondents that 

served between 11 to 20 years, with 53 respondents and the percentage is 34.2%. The third-

highest number of frequencies is respondents that served between 4 to 10 years, with 27 

respondents and the percentage is 34.2%. Then followed by respondents that served for 1 to 3 

years, with a number of frequencies are 14 and the percentages are 9.0%. Other respondents 

are served below than 1 year, that consist of the number of frequency 5 and the percentages is 

3.2%. From the table, it can be concluded that most of the respondents have been served as 

government employees for a long time. 
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4.3.11 Time-based in WFC 

 Based on the results in Table 4.1, it showed that a mean of 2.73 among respondents 

was neutral on the idea that work keeps them from their family activities more than they 

would like. Another mean 2.75 among respondents were neutral on the idea that the time they 

must devote to their job keeps them from participating equally in household responsibilities 

and activities. Mean 2.65 among respondents were neutral on the idea that the demand of 

their job makes it difficult for them to maintain the kind of relationship with their spouse and 

children that they would like. Mean 2.88 among respondents were neutral on the idea that 

they must put off doing things at home because of demands on their time at the workplace. 

Mean 3.22 among respondents were neutral on the idea due to work-related duties, they must 

make changes to their plans of family activities. Mean 2.35 among respondents has disagreed 

because they often ignore responsibilities towards their children while fulfilling job 

assignments. Mean 2.54 among respondents were neutral on the idea that responsibilities at 

work often make them feel physically drained to look after their family. Mean 2.28 among 

respondents has disagreed because they cannot adjust the time to take care of their job and 

family. Mean 2.85 among respondents was neutral because they do not have enough time to 

work overtime. Mean 2.78 among respondents were neutral on the idea that they devote a 

small amount of time for their family. As shown in the above study, the fact that time-based 

in WFC is related to work performance among Department of Labour Sarawak employees. 

 

4.3.12 Strain-based in WFC 

 Based on the results in Table 4.2, it showed that a mean of 2.67 among respondents 

was neutral on the idea that due to stress at work, they often preoccupied with work matters at 

home. Another mean 2.53 among respondents were neutral on the idea because they often 

stressed from work responsibilities, there has a hard time concentrating on the family. Mean 
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2.50 among respondents were neutral on the idea that tension and anxiety from the work 

environment often weaken their abilities to manage a family. Mean 2.97 among respondents 

were neutral on the idea that fatigued due to work chores make them less energetic at home. 

Mean 2.72 among respondents were neutral on the idea that they often feel the strain of 

attempting to balance their responsibilities at work and home. Mean 2.28 among respondents 

has disagreed because due to work commitments, they often ignore responsibilities towards 

in-laws, which results in tension between their spouse and them. Mean 2.54 among 

respondents were neutral on the idea that the tension of balancing their responsibilities at 

work and home often causes them to feel emotionally drained. Mean 2.76 among respondents 

were neutral on the idea that sometimes due to all the pressure at work, they too stressed to 

do the things they enjoy at home. Mean 2.60 among respondents were neutral on the idea that 

thoughts about work often distract their attention from family responsibility. Mean 2.79 

among respondents were neutral on the idea that they feel guilty since do not perform their 

family responsibilities properly because of work duties. As shown in the above study, the fact 

that strain-based in WFC is related to work performance among Department of Labour 

Sarawak employees. 

 

4.3.13 Behavior-based in WFC 

 Based on the results in Table 4.3, it showed that a mean of 3.49 among respondents 

neutral on the idea that the problem-solving approaches they use in their job are effective in 

resolving the problem at home. Another mean 3.86 among respondents agreed on the idea 

that the things they do that make them effective at work also help to be a better parent and 

spouse. Mean 3.65 among respondents were agree on the idea that what works for them at the 

workplace seems to be effective at home as well, and vice versa. Mean 3.27 among 

respondents were neutral on the idea that they are not able to act the same way at work as at 
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home. Mean 3.51 among respondents were agree on the idea that they act differently in 

responding to an interpersonal problem at home than they do at work. Mean 3.01 among 

respondents were neutral on the idea that behavior that effective and necessary for them at 

work would be counterproductive at home. Mean 2.41 among respondents generally 

disagreed on the idea that they often ignore responsibilities towards their children while 

fulfilling job assignments. Mean 2.54 among respondents were neutral on the idea that an 

imbalance between work and family responsibilities often results in spouse’s criticism of 

their management skills. Mean 2.33 among respondents disagreed on the idea that their 

attitude is often aggressive at home due to job responsibilities. Mean 2.42 among respondents 

disagreed on the idea that because their work is so demanding, they are often irritable at 

home. As shown in the above study, the fact that behavior-based in WFC is related to work 

performance among Department of Labour Sarawak employees.   

 

4.3.14 Work Performance 

 Based on the results in Table 4.4, it showed that a mean of 3.84 among respondents 

performed good in the quality of their own work in the past 3 months. Another mean 3.83 

among respondents performed good in the quality of their work in the past 3 months to be 

compared to last year. Mean 3.86 among respondents performed good in the quantity of their 

own work in the past 3 months. Mean 3.79 among respondents performed good in the 

quantity of their work in the past 3 months to be compared to last year. Mean 4.02 among 

respondents performed good in managing the plan of their work so that it was done on time. 

Mean 4.24 among respondents performed good when they worked towards the end result of 

their work. Mean 4.19 among respondents performed good when keeping in mind the results 

that they had to achieve in my work. Mean 4.01 among respondents performed good when 

was able to separate main issues from side issues at work. Mean 4.00 among respondents 
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performed good when was able to perform their work well with minimal time and effort. 

Mean 4.24 among respondents performed good when was able to fulfil their responsibilities. 

As shown in the above study, the fact that WFC is related to work performance among 

Department of Labour Sarawak employees. 

 

4.4 DISSCUSSIONS  

 

4.4.1 The relationship of time-based in WFC and Work Performance among government 

employees in Sarawak. 

 First specific objective of this study is to determine the relationship of time-based 

in WFC and Work Performance among government employees in Sarawak. One specific 

research hypothesis was tested in to provide an answer for the first objective of this research 

study, as indicated below: 

 Ha1:  There is significant relationship between time-based in WFC and employee 

  performance. 

 The Pearson Correlation Coefficient testing, r, was used to examine the following 

hypotheses. This coefficient test was used to determine the relationship of time-based in 

WFC and Work Performance among government employees in Sarawak. There is significant 

relationship between time-based in WFC and employee performance, r(155) = -.315, p<.01, 

p-value = .000. Ha1 is accepted. The two variables positively correlated. Significant value is 

p<0.01, p-value = .000 while the r value show that there is correlation with -.315. It can be 

concluded that a time-based in WFC will affect Department of Labour Sarawak employees 

work performances. The findings of the research that are consistent with previous findings in 

the study area such as Pradifta & Subudi, (2019). Employees have a hard time balancing 
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work and family obligations. Employee tensions frequently impact or disturb family 

harmony, while family discord frequently impairs employee performance.  

 When it comes to role conflict theory, it refers to the incompatibility of employees' 

job obligations and their time. Department of Labour Sarawak employees not having enough 

time to accomplish one's job responsibilities, or not having the training or equipment needed 

to perform one's work, are examples of this type of conflict.  

 

Table 4. 5: Relationship of time-based in WFC and Work Performance among government 

employees in Sarawak 

 

Correlations 

 Time-Based Work Performance 

Time-Based Pearson Correlation 1 -.315** 

Sig. (2-tailed)  .000 

N 155 155 

Work Performance Pearson Correlation -.315** 1 

Sig. (2-tailed) .000  

N 155 155 

**. Correlation is significant at the 0.01 level (2-tailed). 

 
 

 

4.4.2 The relationship of strain-based in WFC and Work Performance among government 

employees in Sarawak. 

 Second specific objective of this study is to determine the relationship of strain-based 

in WFC and Work Performance among government employees in Sarawak. One specific 

research hypothesis was tested in to provide an answer for the second objective of this 

research study, as indicated below: 
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 Ha2: There is significant relationship between strain-based in WFC and employee 

  performance. 

 The Pearson Correlation Coefficient testing, r, was used to examine the following 

hypotheses. This coefficient test was used to determine the relationship of strain-based in 

WFC and Work Performance among government employees in Sarawak. There is significant 

relationship between strain-based in WFC and employee performance, r(155) = -.379, p<.01, 

p-value = .000. Ha2 is accepted. The two variables positively correlated. Significant value is 

p<0.01, p-value = .000 while the r value show that there is correlation with -.379. It can be 

concluded that a strain-based in WFC will affect Department of Labour Sarawak employees 

work performances. The findings of the research that are consistent with previous findings in 

the study area such as Pradifta & Subudi, (2019). Show that workload, pressure, conflict, and 

ambiguity have a decent average score in the strain-based variable. This indicates that 

employees believe the workload assigned to them is excessive. Employees frequently believe 

that their time at work is insufficient, that their job goal is too lofty, and that difficulties with 

family and co-workers are obstructing their performance. 

 Role overload is a term used in role conflict theory to describe these circumstances. 

For example, when workers of the Department of Labour Sarawak have too much work or 

job that is too tough. It also reflects limitations imposed by the Department of Labour 

Sarawak, such as the working environment, which interferes with employees' ability to do 

their jobs. 

 

 

 



45 
 

Table 4. 6: Relationship of strain-based in WFC and Work Performance among government 

employees in Sarawak 

 

Correlations 

 Strain-Based Work Performance 

Strain-Based Pearson Correlation 1 -.379** 

Sig. (2-tailed)  .000 

N 155 155 

Work Performance Pearson Correlation -.379** 1 

Sig. (2-tailed) .000  

N 155 155 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

 

4.4.3 The relationship of behavior-based in WFC and Work Performance among 

government employees in Sarawak. 

 Third specific objective of this study is to determine the relationship of behavior-

based in WFC and Work Performance among government employees in Sarawak. One 

specific research hypothesis was tested in to provide an answer for the third objective of this 

research study, as indicated below: 

 Ha3: There is significant relationship between behavior-based in WFC and  

  employee performance. 

 The Pearson Correlation Coefficient testing, r, was used to examine the following 

hypotheses. This coefficient test was used to determine the relationship of behavior-based in 

WFC and Work Performance among government employees in Sarawak. There is no 

significant relationship between behavior-based in WFC and employee performance, r(155) = 

-.130, p<.01, p-value = .108. Ha2 is rejected. The two variables negatively correlated. 
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Significant value is p<0.01, p-value = .108 while the r value show that there is no correlation 

with -.130. It can be concluded that a behavior-based in WFC will not affect Department of 

Labour Sarawak employees work performances. The findings of the research that are not 

consistent with previous findings in the study area such as Pradifta & Subudi, (2019). The 

greatest indications constituting work-family conflict variables are signifiers of behavior-

based conflict, which implies that family issues frequently cause workers to behave 

emotionally at work, and vice versa, workplace problems affect employees' emotional 

conduct at home. However, from this study, there are results that contradict with the results of 

previous studies, where behavior-based in WFC does not affect work performance. This is 

because the behavior and work culture among employees of the Department of Labour 

Sarawak is different from other organizations or states where the previous study was 

conducted. 

 Role conflict is usually the consequence of ineffective managerial behaviours, 

according to theory. Role conflict is adversely related with both leader consideration and 

leader initiating structure, according to research. When managers fail to give employees with 

chances for engagement, role conflict is likely to be significant. When referring to the 

demographic data of this study, the main respondents are comprised of support groups among 

Department of Labour Sarawak employees. This is the reason for the results of this study, 

which is behavior-based in WFC and Work Performance among government employees in 

Sarawak is negatively correlated. 
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Table 4. 7: Relationship of behavior-based in WFC and Work Performance among 

government employees in Sarawak 

 

Correlations 

 Behavior-Based Work Performance 

Behavior-Based Pearson Correlation 1 -.130 

Sig. (2-tailed)  .108 

N 155 155 

Work Performance Pearson Correlation -.130 1 

Sig. (2-tailed) .108  

N 155 155 

 

 

4.4.4 The dominant factor in WFC and Work Performance among government employees 

in Sarawak. 

 Fourth specific objective of this study is to investigate the dominant factor in WFC 

and Work Performance among government employees in Sarawak. One specific research 

hypothesis was tested in to provide an answer for the fourth objective of this research study, 

as indicated below: 

 Ha4: There is a dominant factor in WFC and employee performance. 

 The Multiple Regression testing, r, was used to examine the following hypotheses. 

The r value will be used to determine the most dominant factor in WFC and employee 

performance the most. Among two of independent variables that positively correlated with 

work performance, strain-based in WFC with r =.379a compared to time-based in WFC with  

with r =.315a . Meanwhile, behavior-based in WFC is not taken into account because it 

negatively correlated. From the results of this study, it is concluded that strain-based in WFC 

is a dominant factor that affect Department of Labour Sarawak employees performance.  
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 Referring to Theory of Performance (ToP), the Context of Performance component in 

Establish Level of Performance, is to include variables related to individual situations or 

organizational performance. For example, employee’s performance is coupled with 

Department of Labour Sarawak objectives and goals. All performance measures have been 

set out in the Annual Performance Appraisal Report and this means that employee 

performance must achieve the set targets.  This situation is more towards strain-based 

variables compared to time-based and behavior-based variables as the findings of this study. 

 

Table 4. 8: Dominant factor in WFC and Work Performance among government employees 

in Sarawak. 

 

Model Summary 

Model R 

R 

Square 

Adjusted 

R Square 

Std. 

Error of 

the 

Estimate 

Change Statistics 

R Square 

Change F Change df1 df2 

Sig. F 

Change 

1 .379a .144 .138 .59454 .144 25.736 1 153 .000 

a. Predictors: (Constant), Strain Based 

 

 

4.5 SUMMARY  

This chapter concluded with a discussion of the results acquired using the Statistical Package 

for Social Sciences (SPSS). The summary, recommendation, and conclusion of this research 

will be discussed in the next chapter. 
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CHAPTER FIVE 

IMPLICATIONS, RECOMMENDATIONS AND CONCLUSIONS 

 

5.0 INTRODUCTION 

 This chapter begins with the discussion on the findings related to this study then 

followed by the research summary, addressing issues on the implications of the study to the 

Department of Labour Sarawak and its employees. As well as the recommendation for future 

research. Lastly, the conclusion is the end of this whole research study. 

 

5.1 RESEARCH SUMMARY 

 This study was conducted to investigate the relationship between WFC and Work 

Performance among government employees in Sarawak. The background of the study, the 

statement of the problems, the study's objectives, and the study's significance were all 

covered in this research study. Furthermore, the definition of terms was established by 

reading all relevant literature reviews and analyzing relevant journals or publications. 

 It was an experimental research study that looked at how time-based, strain-based and 

behavior-based in WFC related to work performance among Department of Labour Sarawak 

employees. While there is clear evidence that there is a relationship between time-based and 

strain-based in WFC and employees performance. All the material for this study's literature 

review was gathered from journals and the internet. Furthermore, in the data collection 

procedure, this research study employed a quantitative research technique. This study was 

conducted mainly at the Department of Labour Sarawak. 
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5.2 IMPLICATIONS 

 There were two implications of this research which included the Department of 

Labour Sarawak organization and its employees.  

 

5.2.1 Organization. 

 This study helps the Department of Labour Sarawak identify factors that affect their 

employee's work performance. The findings of this study indicate that time-based and strain-

based in WFC will affect employees performance. This study also identified that behavior-

based in WFC does not affect the performance of employees in the Department of Labour 

Sarawak.  

 This study also can become a guideline for the Department of Labour Sarawak to 

designing new policies which are more appropriate to address WFC among its employees. 

For example, the Department of Labour Sarawak may review policies related to flexible 

working hours and Working From Home (WFH) in line with the Standard Operating 

Procedure (SOP) proposed by the government during this COVID-19 pandemic. In this way, 

will help reduce time-based and strain-based in WFC among employees, while helping to 

achieve work performance targets and organizational goals. 

 

5.2.2 Employee 

 This study help employee in the Department of Labour Sarawak to understand and 

aware about work-family conflict. They need to know and understand what the factors in 

WFC are, such as time-based, strain-based and behavior-based and what are their effects on 

employee performance.  
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 That way employees can be prepared in the process to understand the importance of 

resolving conflicts to achieve work performance. With the understanding among employees 

in the Department of Labour Sarawak, it is not only an added value to employees but also a 

valuable asset to the organization. 

 

5.3 RECOMMENDATIONS 

 It is recommended for future researchers to conduct the related study at a larger 

sample size of more organization in the government or public sector as this study was only 

conducted at the Department of Labour Sarawak. The sample size used in this study was 

small and it was unable to represent the whole population of government employees in 

Sarawak. Therefore, future researchers could expand the study by investigating the 

relationship between WFC and Work Performance among employees in other government 

departments in Sarawak.  

 Aside from that, this research study's approach was quantitative research. As a result, 

future researchers are encouraged to acquire qualitative data using qualitative data collection 

techniques. This is because the qualitative technique may aid future researchers in obtaining 

more and more diverse information and opinions from respondents.  As a consequence, 

qualitative methods may aid future researchers in gaining a thorough knowledge of their 

research project. 

 

5.4 LIMITATIONS 

 Due to COVID-19 Pandemic, there are communication constraints during the data 

collection process. The Department of Labour Sarawak adopts a strict Standard Operating 

Procedure (SOP) that does not provide services or face-to-face meetings. Every official 
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matter requires very limited appointments and prioritizes online discussion. Therefore, the 

data collection process can only be implemented online by distributing Google Forms via 

official emails to Sarawak Department of Labour employees. This method resulted in a lack 

of communication and engagement with respondents. Which resulted in slow feedback being 

received. 

  The implementation of Work-From-Home in government organizations leads to the 

use of personal facilities among employees. One of the constraints is the slow internet line 

and limited data. This situation happened to Department of Labour Sarawak employees who 

live in rural areas. This situation causes employees to have trouble answering the 

questionnaires that have been distributed. Finally, the response rate for this questionnaire did 

not reach the target as stated in the Krejcie & Morgan (1970) table. 

 

5.5 CONCLUSSIONS  

 This chapter concluded with a discussion of the study's summary, implications 

research, and recommendations. The study's summary outlined the study's objective as well 

as the methodology used to test the data. The research's objectives have been achieved 

overall. The results of the analysis were examined, and some of the conclusions were not well 

supported by prior research due to a lack of research in the subject different research findings. 

Like for instance, independent variable which is the relationship between behaviour-based in 

WFC and work performance cannot be relate to previous finding because of the results is 

different. 

 Besides, this chapter also provided insight on the implication of this study to the 

Department of Labour Sarawak organization and its employees. Last but not least, future 

researchers are recommended to conduct the related study at a larger sample size of more 
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organization in the government or public sector. This is because, this research only focused 

on the Department of Labour Sarawak organization and its employees. Moreover, similar 

research can be conducted at other government department in Sarawak. As this study was 

conducted only in Department of Labour Sarawak therefore the results obtained were unable 

to be generalized to other government sector in Sarawak. 
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GET 

  FILE='C:\Users\User-PC\Downloads\UNIMAS Assignment\FYP2\PilotTest.sav'. 

DATASET NAME DataSet1 WINDOW=FRONT. 

RELIABILITY 

  /VARIABLES=B1 B2 B3 B4 B5 B6 B7 B8 B9 B10 C1 C2 C3 C4 C5 C6 C7 C8 C9 C10 D1 D2 D3 D4 D5 D6 

D7 D8 

    D9 D10 E1 E2 E3 E4 E5 E6 E7 E8 E9 E10 

  /SCALE('ALL VARIABLES') ALL 

  /MODEL=ALPHA 

  /STATISTICS=DESCRIPTIVE SCALE CORR 

  /SUMMARY=TOTAL. 

 

Reliability 

Notes 

Output Created 02-JUN-2021 23:48:26 

Comments  

Input Data C:\Users\User-

PC\Downloads\UNIMAS 

Assignment\FYP2\PilotTest.s

av 

Active Dataset DataSet1 

Filter <none> 

Weight <none> 

Split File <none> 

N of Rows in Working Data 

File 

15 

Matrix Input C:\Users\User-

PC\Downloads\UNIMAS 

Assignment\FYP2\PilotTest.s

av 

Missing Value Handling Definition of Missing User-defined missing values 

are treated as missing. 
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Cases Used Statistics are based on all 

cases with valid data for all 

variables in the procedure. 

Syntax RELIABILITY 

  /VARIABLES=B1 B2 B3 B4 

B5 B6 B7 B8 B9 B10 C1 C2 

C3 C4 C5 C6 C7 C8 C9 C10 

D1 D2 D3 D4 D5 D6 D7 D8 

    D9 D10 E1 E2 E3 E4 E5 

E6 E7 E8 E9 E10 

  /SCALE('ALL VARIABLES') 

ALL 

  /MODEL=ALPHA 

  

/STATISTICS=DESCRIPTIV

E SCALE CORR 

  /SUMMARY=TOTAL. 

Resources Processor Time 00:00:00.03 

Elapsed Time 00:00:00.02 

 

 

[DataSet1] C:\Users\User-PC\Downloads\UNIMAS Assignment\FYP2\PilotTest.sav 

 

Warnings 

The determinant of the covariance matrix is zero or approximately 

zero. Statistics based on its inverse matrix cannot be computed and 

they are displayed as system missing values. 

 

 

 

Scale: ALL VARIABLES 
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Case Processing Summary 

 N % 

Cases Valid 15 100.0 

Excludeda 0 .0 

Total 15 100.0 

 

a. Listwise deletion based on all variables in the 

procedure. 

 

Reliability Statistics 

Cronbach's 

Alpha 

Cronbach's 

Alpha Based on 

Standardized 

Items N of Items 

.914 .917 40 

 

Item Statistics 

 Mean Std. Deviation N 

B1 2.80 1.424 15 

B2 2.53 1.187 15 

B3 1.93 .884 15 

B4 2.67 1.047 15 

B5 3.47 1.125 15 

B6 1.87 1.125 15 

B7 2.73 .884 15 

B8 1.80 .775 15 

B9 2.80 1.373 15 

B10 2.67 1.234 15 

C1 2.07 .799 15 
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C2 2.07 1.100 15 

C3 2.27 .961 15 

C4 3.27 1.223 15 

C5 2.47 .834 15 

C6 1.87 .990 15 

C7 1.80 .862 15 

C8 2.40 1.352 15 

C9 2.13 .990 15 

C10 2.40 1.502 15 

D1 3.67 1.113 15 

D2 3.93 .884 15 

D3 3.53 .915 15 

D4 3.40 1.298 15 

D5 3.60 .828 15 

D6 2.47 1.246 15 

D7 1.60 .828 15 

D8 1.93 1.033 15 

D9 1.47 .640 15 

D10 1.47 .640 15 

E1 3.87 .915 15 

E2 3.80 .862 15 

E3 3.80 .862 15 

E4 3.67 .816 15 

E5 4.40 .910 15 

E6 4.60 .828 15 

E7 4.27 .799 15 

E8 4.07 .884 15 

E9 4.07 .799 15 
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E10 4.60 .828 15 

 

Item-Total Statistics 

 

Scale Mean if 

Item Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

B1 113.40 356.686 .359 . .914 

B2 113.67 349.095 .620 . .910 

B3 114.27 363.067 .421 . .913 

B4 113.53 361.981 .375 . .913 

B5 112.73 354.781 .518 . .911 

B6 114.33 353.952 .539 . .911 

B7 113.47 360.552 .497 . .912 

B8 114.40 357.829 .669 . .910 

B9 113.40 345.971 .591 . .910 

B10 113.53 349.838 .577 . .911 

C1 114.13 374.838 .083 . .916 

C2 114.13 347.267 .721 . .909 

C3 113.93 355.495 .596 . .911 

C4 112.93 345.924 .673 . .909 

C5 113.73 351.352 .831 . .909 

C6 114.33 357.952 .510 . .912 

C7 114.40 360.400 .516 . .912 

C8 113.80 350.743 .503 . .912 

C9 114.07 358.781 .487 . .912 

C10 113.80 362.029 .240 . .917 

D1 112.53 360.410 .388 . .913 

D2 112.27 363.495 .408 . .913 

D3 112.67 372.238 .140 . .916 
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D4 112.80 359.886 .334 . .914 

D5 112.60 357.829 .623 . .911 

D6 113.73 366.067 .218 . .916 

D7 114.60 366.400 .345 . .913 

D8 114.27 368.210 .221 . .915 

D9 114.73 381.067 -.138 . .917 

D10 114.73 377.495 .005 . .916 

E1 112.33 367.667 .271 . .914 

E2 112.40 365.543 .356 . .913 

E3 112.40 366.543 .326 . .914 

E4 112.53 367.124 .327 . .914 

E5 111.80 352.171 .733 . .909 

E6 111.60 358.971 .585 . .911 

E7 111.93 355.781 .717 . .910 

E8 112.13 364.410 .381 . .913 

E9 112.13 358.981 .608 . .911 

E10 111.60 357.257 .642 . .911 

 

 

Scale Statistics 

Mean Variance Std. Deviation N of Items 

116.20 378.029 19.443 40 

 

COMPUTE TimeBased=MEAN(B1,B2,B3,B4,B5,B6,B7,B8,B9,B10). 

EXECUTE. 

COMPUTE StrainBased=MEAN(C1,C2,C3,C4,C5,C6,C7,C8,C9,C10). 

EXECUTE. 

COMPUTE BehaviorBased=MEAN(D1,D2,D3,D4,D5,D6,D7,D8,D9,D10). 
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EXECUTE. 

COMPUTE WorkPerformance=MEAN(E1,E2,E3,E4,E5,E6,E7,E8,E9,E10). 

EXECUTE. 

RELIABILITY 

  /VARIABLES=TimeBased StrainBased BehaviorBased WorkPerformance 

  /SCALE('Four Variables') ALL 

  /MODEL=ALPHA 

  /STATISTICS=DESCRIPTIVE SCALE CORR 

  /SUMMARY=TOTAL. 

 

Reliability 

Notes 

Output Created 03-JUN-2021 00:12:48 

Comments  

Input Data C:\Users\User-

PC\Downloads\UNIMAS 

Assignment\FYP2\PilotTest.s

av 

Active Dataset DataSet1 

Filter <none> 

Weight <none> 

Split File <none> 

N of Rows in Working Data 

File 

15 

Matrix Input  

Missing Value Handling Definition of Missing User-defined missing values 

are treated as missing. 

Cases Used Statistics are based on all 

cases with valid data for all 

variables in the procedure. 
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Syntax RELIABILITY 

  /VARIABLES=TimeBased 

StrainBased BehaviorBased 

WorkPerformance 

  /SCALE('Four Variables') 

ALL 

  /MODEL=ALPHA 

  

/STATISTICS=DESCRIPTIV

E SCALE CORR 

  /SUMMARY=TOTAL. 

Resources Processor Time 00:00:00.00 

Elapsed Time 00:00:00.01 

 

Scale: Four Variables 

 

Case Processing Summary 

 N % 

Cases Valid 15 100.0 

Excludeda 0 .0 

Total 15 100.0 

 

a. Listwise deletion based on all variables in the 

procedure. 

 

 

Reliability Statistics 
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Cronbach's 

Alpha 

Cronbach's 

Alpha Based on 

Standardized 

Items N of Items 

.629 .641 4 

 

 

Item Statistics 

 Mean Std. Deviation N 

TimeBased 2.5267 .76762 15 

StrainBased 2.2733 .80487 15 

BehaviorBased 2.7067 .48619 15 

WorkPerformance 4.1133 .72296 15 

 

 

Inter-Item Correlation Matrix 

 TimeBased StrainBased BehaviorBased 

WorkPerformanc

e 

TimeBased 1.000 .557 .197 .340 

StrainBased .557 1.000 .336 .022 

BehaviorBased .197 .336 1.000 .402 

WorkPerformance .340 .022 .402 1.000 

 

 

Item-Total Statistics 

 

Scale Mean if 

Item Deleted 

Scale 

Variance if 

Item Deleted 

Corrected 

Item-Total 

Correlation 

Squared 

Multiple 

Correlation 
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TimeBased 9.0933 1.978 .562 .438 
 

StrainBased 9.3467 2.156 .413 .444 
 

BehaviorBased 8.9133 2.851 .422 .294 
 

WorkPerformanc

e 

7.5067 2.572 .296 .329 
 

 

Scale Statistics 

Mean Variance Std. Deviation N of Items 

11.6200 3.780 1.94430 4 

 

 

DATASET ACTIVATE DataSet1. 

 

SAVE OUTFILE='C:\Users\User-PC\Downloads\UNIMAS Assignment\FYP2\ActualStudy.sav' 

  /COMPRESSED. 

COMPUTE TimeBased=MEAN(MyworkkeepsmefrommyfamilyactivitiesmorethanIwouldlike, 

    ThetimeImustdevotetomyjobkeepsmefromparticipatingequallyinhouseh, 

    Thedemandofmyjobmakesitdifficultformetomaintainthekindofrelation, 

    Ihavetoputoffdoingthingsathomebecauseofdemandsonmytimeatworkplac, 

    DuetoworkrelateddutiesIhavetomakechangestomyplansofmyfamilyactiv, 

    Ioftenignoreresponsibilitiestowardsmychildrenwhilefulfillingjoba, 

    Responsibilitiesatworkoftenmakemefeelphysicallydrainedtolookafte, 

    Icantadjustmytimetotakecareofmyjobandfamily,Idonothaveenoughtimeforworkingovertime, 

    Idevoteasmallamountoftimeformyfamily). 

EXECUTE. 

COMPUTE StrainBased=MEAN(DuetostressatworkIamoftenpreoccupiedwithworkmattersathome, 

    BecauseI’moftenstressedfromworkresponsibilitiesIhaveahardtimec, 

    Tensionandanxietyfrommyworkenvironmentoftenweakenmyabilitiestoma, 

    Fatiguedduetoworkchoresmakemelessenergeticathome, 

    Ioftenfeelthestrainofattemptingtobalancemyresponsibilitiesatwork, 
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    DuetoworkcommitmentsIoftenignoreresponsibilitiestowardsinlawswhi, 

    Thetensionofbalancingmyresponsibilitiesatworkandhomeoftencausesm, 

    SometimesduetoallthepressureatworkIamtoostressedtodothethingsIen, 

    Thoughtsaboutmyworkoftendistractmyattentionfromfamilyresponsibil, 

    IfeelguiltysinceIdonotperformmyfamilyresponsibilitiesproperlybec). 

EXECUTE. 

COMPUTE 

BehaviorBased=MEAN(TheproblemsolvingapproachesIuseinmyjobareeffectiveinresolvingpro, 

    ThethingsIdothatmakemeeffectiveatworkalsohelpmetobeabetterparent, 

    Whatworkformeatworkplaceseemstobeeffectiveathomeaswellandvicever, 

    Iamnotabletoactthesamewayatworkasathome, 

    IactdifferentlyinrespondingtoaninterpersonalproblemathomethanIdo, 

    Behaviorthateffectiveandnecessaryformeatworkwouldbecounterproduc, 

    Ioftenignoreresponsibilitiestowardsmychildrenwhilefulfillingjo_A, 

    Animbalancebetweenworkandfamilyresponsibilitiesoftenresultsinmys, 

    Myattitudeisoftenaggressiveathomeduetojobresponsibilities, 

    BecausemyworkissodemandingIamoftenirritableathome). 

EXECUTE. 

COMPUTE WorkPerformance=MEAN(Howdoyouratethequalityofyourownworkinpast3months, 

    ComparedtolastyearIjudgethequalityofmyworkinthepast3monthstobe, 

    Howdoyouratethequantityofyourownworkinthepast3months, 

    ComparedtolastyearIjudgethequantityofmyworkinthepast3monthstobe, 

    Imanagedtoplanmyworksothatitwasdoneontime,Iworkedtowardstheendresultofmywork, 

    

IkeepinmindtheresultsthatIhadtoachieveinmywork,Iwasabletoseparatemainissuesfromsideissuesatw

ork, 

    Iwasabletoperformmyworkwellwithminimaltimeandeffort,Iwasabletofulfilmyresponsibilities). 

EXECUTE. 

DATASET ACTIVATE DataSet1. 

 

SAVE OUTFILE='C:\Users\User-PC\Downloads\UNIMAS Assignment\FYP2\ActualStudy.sav' 

  /COMPRESSED. 
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FREQUENCIES VARIABLES=Ages 

  /PIECHART PERCENT 

  /ORDER=ANALYSIS. 

 

 

Frequencies 

 

 

Notes 

Output Created 01-JUN-2021 01:30:56 

Comments  

Input Data C:\Users\User-

PC\Downloads\UNIMAS 

Assignment\FYP2\ActualStud

y.sav 

Active Dataset DataSet1 

Filter <none> 

Weight <none> 

Split File <none> 

N of Rows in Working Data 

File 

155 

Missing Value Handling Definition of Missing User-defined missing values 

are treated as missing. 

Cases Used Statistics are based on all 

cases with valid data. 

Syntax FREQUENCIES 

VARIABLES=Ages 

  /PIECHART PERCENT 

  /ORDER=ANALYSIS. 

Resources Processor Time 00:00:00.45 

Elapsed Time 00:00:00.32 



79 
 

 

 

[DataSet1] C:\Users\User-PC\Downloads\UNIMAS Assignment\FYP2\ActualStudy.sav 

 

 

 

Statistics 

Ages   

N Valid 155 

Missing 0 

 

 

Frequencies 

 

 

Notes 

Output Created 01-JUN-2021 01:39:12 

Comments  

Input Data C:\Users\User-

PC\Downloads\UNIMAS 

Assignment\FYP2\ActualStud

y.sav 

Active Dataset DataSet1 

Filter <none> 

Weight <none> 

Split File <none> 

N of Rows in Working Data 

File 

155 
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Missing Value Handling Definition of Missing User-defined missing values 

are treated as missing. 

Cases Used Statistics are based on all 

cases with valid data. 

Syntax FREQUENCIES 

VARIABLES=Gender Ages 

Maritalstatus Race Religion 

Educationlevel ServiceGroup 

JobStatus 

    Currentlocationbase 

Serviceperiod 

  /PIECHART PERCENT 

  /ORDER=ANALYSIS. 

Resources Processor Time 00:00:01.72 

Elapsed Time 00:00:01.29 

 

 

Statistics 

 

Gend

er Ages 

Marital 

status Race 

Religi

on 

Educatio

n level 

    

N Valid 155 155 155 155 155 155 
    

Missi

ng 

0 0 0 0 0 0 
    

 

 

Frequency Table 
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Gender 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Male 98 63.2 63.2 63.2 

Female 57 36.8 36.8 100.0 

Total 155 100.0 100.0  

 

 

Ages 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid 18-25 years old 12 7.7 7.7 7.7 

26-30 years old 8 5.2 5.2 12.9 

31-40 years old 54 34.8 34.8 47.7 

41-50 years old 54 34.8 34.8 82.6 

51-60 years old 27 17.4 17.4 100.0 

Total 155 100.0 100.0  

 

 

Marital status 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Single 24 15.5 15.5 15.5 

Married 129 83.2 83.2 98.7 

Divorced 2 1.3 1.3 100.0 

Total 155 100.0 100.0  
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Race 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Malay 92 59.4 59.4 59.4 

Chinese 11 7.1 7.1 66.5 

Sarawak ethnics 49 31.6 31.6 98.1 

Other 3 1.9 1.9 100.0 

Total 155 100.0 100.0  

 

 

Religion 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Muslims 113 72.9 72.9 72.9 

Christian 39 25.2 25.2 98.1 

Buddhist 3 1.9 1.9 100.0 

Total 155 100.0 100.0  

 

 

Education level 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid PhD 1 .6 .6 .6 

Masters 8 5.2 5.2 5.8 

Degree 50 32.3 32.3 38.1 
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Diploma 45 29.0 29.0 67.1 

STPM 16 10.3 10.3 77.4 

SPM 34 21.9 21.9 99.4 

SRP/PMR 1 .6 .6 100.0 

Total 155 100.0 100.0  

 

 

Service Group 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Top Management 3 1.9 1.9 1.9 

Management & Professional 60 38.7 38.7 40.6 

Support 92 59.4 59.4 100.0 

Total 155 100.0 100.0  

 

 

Job Status 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Contract 10 6.5 6.5 6.5 

Permanent 145 93.5 93.5 100.0 

Total 155 100.0 100.0  
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Current location base 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Headquarters 9 5.8 5.8 5.8 

Mukah 7 4.5 4.5 10.3 

Bakun 1 .6 .6 11.0 

Bintulu 8 5.2 5.2 16.1 

Miri 28 18.1 18.1 34.2 

Marudi 2 1.3 1.3 35.5 

Limbang 2 1.3 1.3 36.8 

Lawas 1 .6 .6 37.4 

Kuching 42 27.1 27.1 64.5 

Kota Samarahan 18 11.6 11.6 76.1 

Serian 2 1.3 1.3 77.4 

Sri Aman 1 .6 .6 78.1 

Betong 3 1.9 1.9 80.0 

Saratok 6 3.9 3.9 83.9 

Sarikei 15 9.7 9.7 93.5 

Sibu 10 6.5 6.5 100.0 

Total 155 100.0 100.0  

 

 

Service period 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid <1 year 5 3.2 3.2 3.2 
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1-3 years 14 9.0 9.0 12.3 

4-10 years 27 17.4 17.4 29.7 

11-20 years 53 34.2 34.2 63.9 

>21 years 56 36.1 36.1 100.0 

Total 155 100.0 100.0  

 

 

CORRELATIONS 

  /VARIABLES=TimeBased StrainBased BehaviorBased WorkPerformance 

  /PRINT=TWOTAIL NOSIG 

  /MISSING=PAIRWISE. 

 

Correlations 

 

Notes 

Output Created 01-JUN-2021 02:51:17 

Comments  

Input Data C:\Users\User-

PC\Downloads\UNIMAS 

Assignment\FYP2\ActualStud

y.sav 

Active Dataset DataSet1 

Filter <none> 

Weight <none> 

Split File <none> 

N of Rows in Working Data 

File 

155 

Missing Value Handling Definition of Missing User-defined missing values 

are treated as missing. 
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Cases Used Statistics for each pair of 

variables are based on all the 

cases with valid data for that 

pair. 

Syntax CORRELATIONS 

  /VARIABLES=TimeBased 

StrainBased BehaviorBased 

WorkPerformance 

  /PRINT=TWOTAIL NOSIG 

  /MISSING=PAIRWISE. 

Resources Processor Time 00:00:00.00 

Elapsed Time 00:00:00.01 

 

 

Correlations 

 TimeBased StrainBased 

BehaviorBas

ed 

 

TimeBased Pearson 

Correlation 

1 .857** .549** 
 

Sig. (2-tailed)  .000 .000 
 

N 155 155 155 
 

StrainBased Pearson 

Correlation 

.857** 1 .564** 
 

Sig. (2-tailed) .000  .000 
 

N 155 155 155 
 

BehaviorBased Pearson 

Correlation 

.549** .564** 1 
 

Sig. (2-tailed) .000 .000   

N 155 155 155 
 

WorkPerformanc

e 

Pearson 

Correlation 

-.315** -.379** -.130 
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Sig. (2-tailed) .000 .000 .108 
 

N 155 155 155 
 

 

CORRELATIONS 

  /VARIABLES=TimeBased StrainBased BehaviorBased WorkPerformance 

  /PRINT=ONETAIL NOSIG 

  /MISSING=PAIRWISE. 

 

Correlations 

 

Notes 

Output Created 01-JUN-2021 03:01:22 

Comments  

Input Data C:\Users\User-

PC\Downloads\UNIMAS 

Assignment\FYP2\ActualStud

y.sav 

Active Dataset DataSet1 

Filter <none> 

Weight <none> 

Split File <none> 

N of Rows in Working Data 

File 

155 

Missing Value Handling Definition of Missing User-defined missing values 

are treated as missing. 

Cases Used Statistics for each pair of 

variables are based on all the 

cases with valid data for that 

pair. 
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Syntax CORRELATIONS 

  /VARIABLES=TimeBased 

StrainBased BehaviorBased 

WorkPerformance 

  /PRINT=ONETAIL NOSIG 

  /MISSING=PAIRWISE. 

Resources Processor Time 00:00:00.00 

Elapsed Time 00:00:00.01 

 

 

Correlations 

 TimeBased StrainBased 

BehaviorBas

ed 

 

TimeBased Pearson 

Correlation 

1 .857** .549** 
 

Sig. (1-tailed)  .000 .000 
 

N 155 155 155 
 

StrainBased Pearson 

Correlation 

.857** 1 .564** 
 

Sig. (1-tailed) .000  .000 
 

N 155 155 155 
 

BehaviorBased Pearson 

Correlation 

.549** .564** 1 
 

Sig. (1-tailed) .000 .000   

N 155 155 155 
 

WorkPerformanc

e 

Pearson 

Correlation 

-.315** -.379** -.130 
 

Sig. (1-tailed) .000 .000 .054 
 

N 155 155 155 
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REGRESSION 

  /DESCRIPTIVES MEAN STDDEV CORR SIG N 

  /MISSING LISTWISE 

  /STATISTICS COEFF OUTS CI(95) R ANOVA CHANGE 

  /CRITERIA=PIN(.05) POUT(.10) 

  /NOORIGIN 

  /DEPENDENT WorkPerformance 

  /METHOD=STEPWISE TimeBased StrainBased BehaviorBased. 

 

Regression 

 

Notes 

Output Created 01-JUN-2021 03:05:02 

Comments  

Input Data C:\Users\User-

PC\Downloads\UNIMAS 

Assignment\FYP2\ActualStud

y.sav 

Active Dataset DataSet1 

Filter <none> 

Weight <none> 

Split File <none> 

N of Rows in Working Data 

File 

155 

Missing Value Handling Definition of Missing User-defined missing values 

are treated as missing. 

Cases Used Statistics are based on cases 

with no missing values for 

any variable used. 
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Syntax REGRESSION 

  /DESCRIPTIVES MEAN 

STDDEV CORR SIG N 

  /MISSING LISTWISE 

  /STATISTICS COEFF 

OUTS CI(95) R ANOVA 

CHANGE 

  /CRITERIA=PIN(.05) 

POUT(.10) 

  /NOORIGIN 

  /DEPENDENT 

WorkPerformance 

  /METHOD=STEPWISE 

TimeBased StrainBased 

BehaviorBased. 

Resources Processor Time 00:00:00.02 

Elapsed Time 00:00:00.01 

Memory Required 6016 bytes 

Additional Memory Required 

for Residual Plots 

0 bytes 

 

 

Descriptive Statistics 

 Mean Std. Deviation N 

WorkPerformance 4.0026 .64051 155 

TimeBased 2.7039 .94415 155 

StrainBased 2.6361 .96247 155 

BehaviorBased 3.0484 .58358 155 
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Correlations 

 

WorkPerform

ance TimeBased StrainBased 

 

Pearson 

Correlation 

WorkPerformanc

e 

1.000 -.315 -.379 
 

TimeBased -.315 1.000 .857 
 

StrainBased -.379 .857 1.000 
 

BehaviorBased -.130 .549 .564 
 

Sig. (1-tailed) WorkPerformanc

e 

. .000 .000 
 

TimeBased .000 . .000 
 

StrainBased .000 .000 . 
 

BehaviorBased .054 .000 .000 
 

N WorkPerformanc

e 

155 155 155 
 

TimeBased 155 155 155 
 

StrainBased 155 155 155 
 

BehaviorBased 155 155 155 
 

 

 

Variables Entered/Removeda 

Model 

Variables 

Entered 

Variables 

Removed Method 

1 StrainBased . Stepwise 

(Criteria: 

Probability-of-F-

to-enter <= .050, 

Probability-of-F-

to-remove >= 

.100). 
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a. Dependent Variable: WorkPerformance 

 

Model Summary 

Mod

el R 

R 

Square 

Adjusted R 

Square 

Std. Error 

of the 

Estimate 

Change Statistics 
   

R Square 

Change 

F 

Change 

   

1 .379a .144 .138 .59454 .144 25.736 
   

 

 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 9.097 1 9.097 25.736 .000b 

Residual 54.082 153 .353   

Total 63.179 154    

 

a. Dependent Variable: WorkPerformance 

b. Predictors: (Constant), StrainBased 

 

 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardize

d 

Coefficients 

t Sig. 

  

B Std. Error Beta 
  

1 (Constant) 4.668 .140  33.431 .000 
  

StrainBas

ed 

-.253 .050 -.379 -5.073 .000 
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Excluded Variablesa 

Model Beta In t Sig. 

Partial 

Correlation 

Collinearity 

Statistics 

Tolerance 

1 TimeBased .039b .267 .790 .022 .265 

BehaviorBased .123b 1.365 .174 .110 .682 

 

a. Dependent Variable: WorkPerformance 

b. Predictors in the Model: (Constant), StrainBased 

 

CORRELATIONS 

  /VARIABLES=TimeBased WorkPerformance 

  /PRINT=TWOTAIL NOSIG 

  /MISSING=PAIRWISE. 

 

Correlations 

 

Notes 

Output Created 02-JUN-2021 18:28:51 

Comments  

Input Data C:\Users\User-

PC\Downloads\UNIMAS 

Assignment\FYP2\ActualStud

y.sav 

Active Dataset DataSet1 

Filter <none> 

Weight <none> 

Split File <none> 

N of Rows in Working Data 

File 

155 
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Missing Value Handling Definition of Missing User-defined missing values 

are treated as missing. 

Cases Used Statistics for each pair of 

variables are based on all the 

cases with valid data for that 

pair. 

Syntax CORRELATIONS 

  /VARIABLES=TimeBased 

WorkPerformance 

  /PRINT=TWOTAIL NOSIG 

  /MISSING=PAIRWISE. 

Resources Processor Time 00:00:00.02 

Elapsed Time 00:00:00.01 

 

 

[DataSet1] C:\Users\User-PC\Downloads\UNIMAS Assignment\FYP2\ActualStudy.sav 

 

Correlations 

 TimeBased 

WorkPerformanc

e 

TimeBased Pearson Correlation 1 -.315** 

Sig. (2-tailed)  .000 

N 155 155 

WorkPerformance Pearson Correlation -.315** 1 

Sig. (2-tailed) .000  

N 155 155 

 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

CORRELATIONS 
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  /VARIABLES=StrainBased WorkPerformance 

  /PRINT=TWOTAIL NOSIG 

  /MISSING=PAIRWISE. 

 

Correlations 

Notes 

Output Created 02-JUN-2021 18:49:44 

Comments  

Input Data C:\Users\User-

PC\Downloads\UNIMAS 

Assignment\FYP2\ActualStud

y.sav 

Active Dataset DataSet1 

Filter <none> 

Weight <none> 

Split File <none> 

N of Rows in Working Data 

File 

155 

Missing Value Handling Definition of Missing User-defined missing values 

are treated as missing. 

Cases Used Statistics for each pair of 

variables are based on all the 

cases with valid data for that 

pair. 

Syntax CORRELATIONS 

  /VARIABLES=StrainBased 

WorkPerformance 

  /PRINT=TWOTAIL NOSIG 

  /MISSING=PAIRWISE. 

Resources Processor Time 00:00:00.03 

Elapsed Time 00:00:00.01 
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Correlations 

 StrainBased 

WorkPerformanc

e 

StrainBased Pearson Correlation 1 -.379** 

Sig. (2-tailed)  .000 

N 155 155 

WorkPerformance Pearson Correlation -.379** 1 

Sig. (2-tailed) .000  

N 155 155 

 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

CORRELATIONS 

  /VARIABLES=BehaviorBased WorkPerformance 

  /PRINT=TWOTAIL NOSIG 

  /MISSING=PAIRWISE. 

 

Correlations 

Notes 

Output Created 02-JUN-2021 18:51:24 

Comments  

Input Data C:\Users\User-

PC\Downloads\UNIMAS 

Assignment\FYP2\ActualStud

y.sav 

Active Dataset DataSet1 

Filter <none> 

Weight <none> 

Split File <none> 



97 
 

N of Rows in Working Data 

File 

155 

Missing Value Handling Definition of Missing User-defined missing values 

are treated as missing. 

Cases Used Statistics for each pair of 

variables are based on all the 

cases with valid data for that 

pair. 

Syntax CORRELATIONS 

  

/VARIABLES=BehaviorBase

d WorkPerformance 

  /PRINT=TWOTAIL NOSIG 

  /MISSING=PAIRWISE. 

Resources Processor Time 00:00:00.06 

Elapsed Time 00:00:00.01 

 

 

Correlations 

 BehaviorBased 

WorkPerformanc

e 

BehaviorBased Pearson Correlation 1 -.130 

Sig. (2-tailed)  .108 

N 155 155 

WorkPerformance Pearson Correlation -.130 1 

Sig. (2-tailed) .108  

N 155 155 

 

GET 

  FILE='C:\Users\User-PC\Downloads\UNIMAS Assignment\FYP2\PilotTest.sav'. 
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DATASET NAME DataSet2 WINDOW=FRONT. 

DATASET ACTIVATE DataSet1. 

DATASET CLOSE DataSet2. 

 

REGRESSION 

  /DESCRIPTIVES MEAN STDDEV CORR SIG N 

  /MISSING LISTWISE 

  /STATISTICS COEFF OUTS CI(95) R ANOVA CHANGE 

  /CRITERIA=PIN(.05) POUT(.10) 

  /NOORIGIN 

  /DEPENDENT WorkPerformance1 

  /METHOD=STEPWISE TimeBased1 StrainBased1 BehaviorBased1. 

 

 

Regression 

 

Notes 

Output Created 03-JUN-2021 01:36:33 

Comments  

Input Data C:\Users\User-

PC\Downloads\UNIMAS 

Assignment\FYP2\ActualStud

y.sav 

Active Dataset DataSet1 

Filter <none> 

Weight <none> 

Split File <none> 

N of Rows in Working Data 

File 

155 

Missing Value Handling Definition of Missing User-defined missing values 

are treated as missing. 
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Cases Used Statistics are based on cases 

with no missing values for 

any variable used. 

Syntax REGRESSION 

  /DESCRIPTIVES MEAN 

STDDEV CORR SIG N 

  /MISSING LISTWISE 

  /STATISTICS COEFF 

OUTS CI(95) R ANOVA 

CHANGE 

  /CRITERIA=PIN(.05) 

POUT(.10) 

  /NOORIGIN 

  /DEPENDENT 

WorkPerformance1 

  /METHOD=STEPWISE 

TimeBased1 StrainBased1 

BehaviorBased1. 

Resources Processor Time 00:00:00.05 

Elapsed Time 00:00:00.07 

Memory Required 6016 bytes 

Additional Memory Required 

for Residual Plots 

0 bytes 

 

 

Descriptive Statistics 

 Mean Std. Deviation N 

WorkPerformance1 4.0026 .64051 155 

TimeBased1 2.7039 .94415 155 

StrainBased1 2.6361 .96247 155 

BehaviorBased1 3.0484 .58358 155 
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Correlations 

 

WorkPerform

ance1 TimeBased1 StrainBased1 

 

Pearson 

Correlation 

WorkPerformance

1 

1.000 -.315 -.379 
 

TimeBased1 -.315 1.000 .857 
 

StrainBased1 -.379 .857 1.000 
 

BehaviorBased1 -.130 .549 .564 
 

Sig. (1-tailed) WorkPerformance

1 

. .000 .000 
 

TimeBased1 .000 . .000 
 

StrainBased1 .000 .000 . 
 

BehaviorBased1 .054 .000 .000 
 

N WorkPerformance

1 

155 155 155 
 

TimeBased1 155 155 155 
 

StrainBased1 155 155 155 
 

BehaviorBased1 155 155 155 
 

 

 

Variables Entered/Removeda 

Model 

Variables 

Entered 

Variables 

Removed Method 

1 StrainBased1 . Stepwise 

(Criteria: 

Probability-of-F-

to-enter <= .050, 

Probability-of-F-

to-remove >= 

.100). 
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a. Dependent Variable: WorkPerformance1 

 

 

Model Summary 

Mod

el R 

R 

Square 

Adjusted R 

Square 

Std. Error 

of the 

Estimate 

Change Statistics 
   

R Square 

Change 

F 

Change 

   

1 .379a .144 .138 .59454 .144 25.736 
   

 

 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 9.097 1 9.097 25.736 .000b 

Residual 54.082 153 .353   

Total 63.179 154    

 

a. Dependent Variable: WorkPerformance1 

b. Predictors: (Constant), StrainBased1 

 

 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardize

d 

Coefficients 

t Sig. 

  

B Std. Error Beta 
  

1 (Constant) 4.668 .140  33.431 .000 
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StrainBase

d1 

-.253 .050 -.379 -5.073 .000 
  

 

 

Excluded Variablesa 

Model Beta In t Sig. 

Partial 

Correlation 

Collinearity 

Statistics 

Tolerance 

1 TimeBased1 .039b .267 .790 .022 .265 

BehaviorBased1 .123b 1.365 .174 .110 .682 

 

a. Dependent Variable: WorkPerformance1 

b. Predictors in the Model: (Constant), StrainBased1 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


