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ABSTRACT

Job stress is a common issue across professions and affects job performance. One
of the main factors deciding the organization's success and prestige is the job performance.
Employee performance is the most major issue that plays an important part in achieving
organizational performance. The purpose of this study was to identify the relationship
between job stress and job performance among public sector employees. Questionnaires
were administered to 32 employees in one of public sector service in Sandakan, Sabah.
Pearson Correlation was used to test the hypotheses of the study. The result of the study
found that role conflict and job performance among public sectors employees has no
significant relationship. However, role ambiguity has significant relationship with job
performance. Meanwhile, work overload has no significant relationship with job
performance. With all the indicators discovered, the organization need to provide the
employees the solution such as stress management webinar for the employees. It is intended
that the study results and suggestions may be utilized as are reference and guideline for the
company, human resource practitioners, and future studies.

Keywords: Job stress, job performance, public sector

CHAPTER 1
OVERVIEW OF STUDY
1.0 Introduction

This chapter discusses the introduction of the research that has been chosen which is the
relationship between job stress and job performance among public sector employees. It includes
the background of study and problem of statement. This chapter is important to identify the
purpose of the study.
1.1 Background of Study

Job performance means how a person performs a job. It is indeed one of the factors
influencing the productivity of the company. As stated by M. Al- Qudah et al., (2014), any
organization's performance relies on the actions and choice of its employees, while several other
aspects contribute to the success for the organization, such as the environment in which it works,
and its operations.
One of the main factors deciding the organization's success and prestige is the job
performance. Organizations are still very dynamic now, and competition is tough nowadays. It is
hard for any company to sustain, retain and compete in the global market. Employee dedication is
the most significant element in corporate growth and success in organizations. Wang et al., (2015)
define that employee performance as the most major issue that plays an important part in achieving
organizational performance. Hence, organizational effectiveness and performance depend on the
consistency of the employee's performance.
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As indicated by Johari et al., (2018) “the performance of public sector organizations as a
whole in Malaysia was still lagging.” Malaysia’s public services performance has been declining
since 2014. Public sector specialist Rajni Bajpai mentioned that Malaysia was doing better than
others in South-East Asia which because of their accountability and openness of the public sector,
impartiality (Sim Leoi Leoi & Chung, 2019).
According to Dar et al., (2011) job stress is a common issue across professions and affects
job performance. Job stress, defined as a negative physical and emotional reaction, arises when the
requirement of the job does not fulfill the employee's skill, resources, or needs (NIOSH,2014). This
is because most people are not aware of job stress issues that can lead to negative impacts. When
deadlines have been missed, employees will become frustrated and stressed out. The consequences
of job stress to the employees may be absenteeism, high medical expenses and training and
recruiting new employees and reducing the productivity and performance of employees (Bilal et
al., 2014).
The workplace environment for the public sector and private sector behaves significantly
differently. As in the public sector, the regulations, rules, and processes are highly organized,
explicitly stated, and well documented regarding all areas compared to private sector organizations.
According to Rafiq et al., (2015) public sector employees are exposed to greater work-related
pressures than private-sector employees. Longer hours, decreased workforce numbers, unhealthy
job trends, and employer empowerment are to blame.
The importance of defining the job performance of public sector workers because it reflects
government performance and provides service quality. Therefore, a study on the relationship
2

between work stress and job performance among public sector workers will be determined by this
study.
1.2 Problem Statement

According to B. Suresh Ram (2019), 51 percent of Malaysian employees suffer from workrelated stress, which causes them overworked and lack of sleep. Malaysia's Healthiest Workplace
reports from the AIA Vitality 2019 report have shown that mental health issues continue to increase.
20 percent of employees continue to be affected by workplace bullying which overall leads to their
stress at work. Employees are an important key in the growth and success of every organization. It
required workers at all levels to work longer hours in their workplace because of the strong
competition. This results in a high degree of job stress that involves work overload, role ambiguity,
and employee role conflict. Indirectly, this will impact the work efficiency and performance of the
employees.
The purpose of this study is to identify the relationship between work stress and job
performance among public sector employees. There are few indications that lead to the problem
statement in this study which is the empirical gaps and practical gaps from the past research.
Empirical gaps showed that most of the past research and theories that related to job stress, and job
performance were found mainly were conducted away from Malaysia such as Pakistan (Rizwan et
al., 2014; Dar et al., 2011), Nigeria (Undie et al., 2018), Jordan (M. Al- Qudah et al., 2014) and
Oman (Jalagat, 2017; Gharib et al., 2016). This will make the generality and boundary conditions of
the data an open concern for other research areas, such as in a developed world such as Malaysia.
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The next indication is the practical gaps. The practical gaps in this study showed a lack of
research in the public sector employee in defining their job stress and how it affects their job
performance. Furthermore, most of the previous studies on job stress and job performance were done
in the health care sector (Dar et al., 2011), the academic sector (Gharib et al., 2016), and some
research in the banking sector (Rizwan et al., 2014). Thus, this study aimed to fill the gap that has
been mentioned by the previous study. There are many factors of job stress that can affect the job
performance of public sector employees. Hence, this study will determine the relationship between
job stress and job performance in public sector employees.

1.3 Objective of the study

The general objective of the study is to identify the relationship between job stress and job
performance among public sector employees in Sandakan, Sabah. Specifically, the objectives of this
study are:
● To identify the relationship between role conflict and job performance among public sectors
employees.
● To identify the relationship between role ambiguity and job performance among public sectors
employees.
● To identify the relationship between work overload and job performance among public sector
employees.
● To identify the dominant factor of job stress in job performance.
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1.4 Research Hypotheses

The hypotheses developed for testing in this study are:
H1: There is a significant relationship between role conflict and job performance among public
sectors employees.
H2: There is a significant relationship between role ambiguity and job performance among public
sectors employees.
H3: There is a significant relationship between work overload and job performance among public
sector employees.
H4: There is a dominant factor of job stress in job performance.
1.5 Conceptual Framework

The conceptual framework is used in an analysis to explain the interaction between concepts
or variables, and the relationship between variables is typically shown in a diagram. Figure 1 shows
the independent and dependent variables for this study. Job stress is the independent variable for this
study, while job performance is the dependent variable for this study. Three variables that represented
the job stress in this study are role conflict, role ambiguity and work overload.
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Figure 1: Conceptual framework the relationship between of job stress and job performance.
(Adapted from Gharib, M., Jamil, S. A., Ahmad, M., & Ghouse, S. M. (2016). The impact of job stress
on job performance: A case study on academic staff at Dhofar university. International Journal of
Economic Research.)
1.6 Significance of the Study

This study was chosen to determine the relationship between job stress and job performance
among public sector employees. Since this study aims to determine the relationship between job
stress and job performance, it can help the employers of the organization to be more concerned and
aware of the employee’s mental health while working under job stress that can affect their
performance. Moreover, the significance of this study also to fill in the research gap as stated in the
problem statement. The outcome of this study may be significant for the HR practitioner where they
can refer this study. This study can provide them valuable knowledge and get some effective
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solutions to assist the company in assessing the impact of job stress on the work performance of
employees.
Stress is recognized as the organization's most common concern, but it is also the main factor
in low-quality employee performance and lower productivity. Employees must work in a stress-free
atmosphere for organizations to thrive and overcome this barrier, ensuring that staff performance,
absenteeism and retention issues can be minimized if not eliminated (Jalagat, 2017). There are three
key elements of job stress which are role conflict, role ambiguity, and work overload that can help
to examine the impact of job stress on employee’s job performance. The study performed using
quantitative techniques and questionnaires, would be adopted, and used in previous studies.

1.7 Limitations of Study

This study should be performed carefully to allow the information and data subsequently
collected to be accessible to the purpose of the study. Thus, the limitation of the study occurs here
because there are only a few articles that request to do this research among public sector employees
as future research. There are three limitations in this study that future research can consider studying
in this field which is topical, methodological, and locality.
1.7.1 Topical
There are many factors of job stress that can affect the job performance of employees. In this
study, only three factors of job have been used. There is role conflict, role ambiguity, and work
overload.
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1.7.2 Methodological
Next is the methodological. This study only limited to a public hospital only. The only
method used to collect the data is the survey questionnaire and there is a limited time frame
which is only one week to collect the questionnaire from the respondents. Hence, the accuracy
of the findings of this study may be dependent on the respondents' willingness and participation
in providing an honest and open response to the questionnaires.
1.7.3 Locality
This study is limited to one location only which is in Sandakan, Sabah. It does not include
any further localities. As a result, the information gathered in this research may not be
representative of other locations in Malaysia.
1.8 Definitions of Terms

In this study, the definitions of terms can be divided into two which are the conceptual definition
and operational definition. According to Church (2004), conceptual meaning is a definition that
defines the essential concepts that underlie a term. Meanwhile, for the operational definitions, it is
an outline of metrics for quantifying something of interest.
1.8.1 Job Performance
Conceptual definition
According to Jalagat (2017), job performance is seen as an associate’s task during which a
person is prepared to perform the duties assigned to him/her efficiently, subject to the standard
limitations of quick use of the resources available.
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Operational definition
This study would examine how well the employees perform in their job or task in a different
situation such as having a lot of additional tasks to do in the workplace will be evaluated in their
key performance indicator.
1.8.2 Job Stress
Conceptual Definition
According to Gharib et al., (2016) In the work environment, job stress may be described as a
set of external stressors that may be psychological, physical, or social. Meanwhile, as stated by
House & Rizzo (1972), job stress can be mean as the pressure that an individual experienced because
of the job demands. There is three factor of job stress that will be cover in this study which are role
conflict, role ambiguity, and work overload.
Role conflict occurs when two or more people perform separate roles that clash with one
another (Gharib et al., 2016). In the study of Roy et al. (1965), role ambiguity happens when an
individual does not have a defined role to do the specified task. Meanwhile, work overload reflects
the level or number of tasks and responsibilities for which an employee is accountable at work
(Rizwan et al., 2014).
Operational Definition
This study would define the factor of employees having stress that can impact their job
performance.
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1.9 Chapter summary

This chapter discussed the main elements of study, including the background of the study and
statement problems, which show the purpose of this study. As a result, important analysis and
interpretation of terms and limitations of the research were suggested to the objectives. The following
chapter describes the literature review to be chosen as study material.

10

CHAPTER 2

LITERATURE REVIEW

2.0 Introduction

Chapter two reviews the literature related to this study. This chapter will present the
discussion of the variables related to the study, the theory that will explain the study and the past
research to support the hypotheses of this research study.
2.1 Discussion of related topic

In this section, the study will focus to discuss the variables related to study from the past
research.
2.1.1 Job stress
According to Gharib et al., (2016) in the work environment, job stress may be described as a
set of external stressors that may be psychological, physical, or social. According to McGrath, (1976)
as cited by Pandey (2020) in defined job stress is a condition in which it is required that employees
will conduct duties that are beyond their ability. It may arise when there is a huge gap between
rewards and demand for success in the performance of their tasks. As cited by Gharib et al., (2016)
there are three important components of the job stress process. There is the stimulus, response, and
interaction. Stimulus means that the major stimulant that is caused by feelings of job stress can be
from the environment, organization, or person. The Second process is the response. This may be
from the psychological, physical and or behavioral responses that are conquered by the fear and anger
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from the individuals. The last process is interaction. The interactions are where to identify the
connection between the stimuli and reaction elements.
Many factors cause employee experience to job stress and one of the main factors is role
ambiguity. As cited by Gharib et al., (2016) from Ammar (2006), role ambiguity can be defined as
the lack of basic knowledge provided by the person to attain their position in an organization such
as from performance management strategies. Employees normally experience two job complexity
models: one relating to tasks and associated activities; the second relating to task success input.
Second is role conflict. Role conflict can be described as individuals perform various roles
together that conflict with each other. According to Luthans (2015), there are three kinds of roles
conflict. The tension between the individual and the position is the first one. The second type is intra
roles generated by conflict expectations over the manner of fulfilling the role. The third type is the
contrast requirements of two or more positions at the same time.
Finally, work overload involves the measurement of the number of activities and tasks that
workers are responsible for at work (Ali & Farooqi, 2014). According to Idris (2011), this factor
applies to the degree of stress faced by people because they cannot adapt or be involved with the
amount of work given to them. Abbasi (2015), states that in basically every organization, job
overload has become a major issue due to extended working hours, task timings, and manager
pressure to achieve competitiveness, and achieve goals in the organization.
2.1.2 Job Performance
Job performance can be an associate degree practice during which a person is prepared to
execute the role assigned to him/her with success, subject to the conventional constraints of cheap
use of the resources obtainable (Jalagat, 2017). Each organization has its own goal to achieve.
12

Performance is a significant criterion, if not the only one, for future job growth and labor market
performance. A study by Jalagat (2017), it explained that there might be variations of performance
within an organization but employees who get good performance get promoted more quickly and
usually have better career prospects than the lower one.
2.2 Discussion of related theory

Issue related theory in this study is the Person-Environment (P-E) fit Theory. According to
Edwards & Cooper (1990), Person-Environment fit is a framework to stress characteristics which is
a lack of correlation between the characteristics of the person and the environment. Stress will
emerge when there is a shortage of expertise, skills, tools, and the expectations of the job environment
for a person. When the stress becomes excessive, it will affect the performance job of employees.
The appropriateness of this fit between a person and his or her surroundings can have an impact on
motivation, behavior, and overall emotional health such as mental and physical. If the fit theory is
ideal, the individual's performance may be enhanced; if the fit is insufficient, the individual may
undergo unstably.
2.3 Discussion of past similar findings.

Next is the discussion of past similar findings. In this section, the study will determine the
past similar findings from the previous study. The discussion provided an understanding and
explanation of the study conclusions or findings by comparing them to the findings of past
research.
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