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ABSTRACT
This study was carried out to investigate the relationship between job stress and job satisfaction
with workforce productivity among employees in a private sector at Sibu, Sarawak. Crosssectional survey research was employed to conduct the study and the data for the study was
collected using a self-administered survey questionnaire from a total of 44 employees. The data
of the study were analyzed using descriptive and inferential statistics, and a correlational analysis
was used to test the research hypotheses. The Job Stress Questionnaire to investigate the level of
job stress, Job Descriptive Index to examine job satisfaction, and Hersey and Goldsmith
questionnaire to investigate productivity in the study population. The levels of employees’
perceived job stress (work overload and role ambiguity) and job satisfaction (pay and
supervision) were moderate. Also, their productivity was evaluated as moderate. The results of
the study indicated that job stress and job satisfaction had significant and positive relationships
with productivity. The findings of the study assist to provide a better understanding of specific
job stress and job satisfaction factors that affects employee’s productivity particularly for the
organizations under the private sector in Malaysia.
Keywords: Job Stress, Work Overload, Role Ambiguity, Job Satisfaction, Pay, Supervision,
Productivity
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ABSTRAK
Kajian ini dilakukan untuk mengkaji hubungan antara tekanan kerja dan kepuasan kerja dengan
produktiviti tenaga kerja di kalangan pekerja di sektor swasta di Sibu, Sarawak. Penyelidikan
tinjauan keratan rentas digunakan untuk menjalankan kajian dan data kajian dikumpulkan
menggunakan kuesioner tinjauan yang dikendalikan sendiri dari sejumlah 44 pekerja. Data
kajian dianalisis menggunakan statistik deskriptif dan inferensi, dan analisis korelasi digunakan
untuk menguji hipotesis kajian. Soal Selidik Job Stress untuk mengkaji tahap tekanan kerja,
Indeks Deskriptif Kerja untuk memeriksa kepuasan kerja, dan soal selidik Hersey dan Goldsmith
untuk menyiasat produktiviti dalam populasi kajian. Tahap tekanan pekerja yang dirasakan
(beban kerja dan kekaburan peranan) dan kepuasan kerja (gaji dan pengawasan) adalah
sederhana. Juga, produktiviti mereka dinilai sederhana. Hasil kajian menunjukkan bahawa
tekanan kerja dan kepuasan kerja mempunyai hubungan yang signifikan dan positif dengan
produktiviti. Penemuan kajian ini membantu memberi pemahaman yang lebih baik mengenai
tekanan kerja tertentu dan faktor kepuasan kerja yang mempengaruhi produktiviti pekerja
terutamanya bagi organisasi di bawah sektor swasta di Malaysia.
Kata kunci: Tekanan Kerja, Beban Kerja, Kekaburan Peranan, Kepuasan Kerja, Gaji,
Pengawasan, Produktiviti
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CHAPTER ONE
INTRODUCTION
1.1 Introduction and Background of Study
In the 21st century, the productivity issue is one of the most relevant issues because
productivity is one of the prime factors for the development of a company, organization, or
industry in general. Every workplace wants to achieve maximum production, which is to produce
the most quantity and highest quality products in the shortest time. Productivity helps the
company to grow because of better output (Shiela, 2011). Without a high level of productivity,
an organization cannot survive. There is a lot of research has been done on the productivity and
performance of an employee in the organization and a lot of factors have been connected with
this particular variable. Several important factors are job stress and job satisfaction that will be
the major attendant in this particular study.
Modern organizations regard the work pressure and job satisfaction of employees as two
major productivity-related organizational problems. The changing needs of the world of work
can increase stress levels, especially for those who continue working under pressure affect
workforce productivity. Although stress has a positive side in improving efficiency, it can lead to
stress that has negative effects if such pressure becomes overwhelming (Al-khasawneh and Futa,
2013). According to research, occupational stress is responsible for 50-60% of all missed
working days (Golubic et al., 2009). When there are different job requirements and employees’
abilities, resources, or demands, and when physical and emotional reactions occur, work-related
stress is considered negative (Mursali, Basuki, and Dharmono, 2009).
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Factors in the workplace may create stress related to work. These factors are categorized
into threats that are physical and psychological. No matter what kind of stress is related to
productivity. Suffering physical hazards in the workplace may be related to anxiety and anxiety
drives experiencing to suffer work-related stress. Psychosocial threats include variables that can
affect individuals related to job design, organization, and management, as well as the social
structure of the workplace. Work stress occurs when job requirements are not suitable for
workers’ abilities, resources, or needs, which is a harmful physical and emotional response
(NIOSH, 2014). Therefore, they should play an enormous role in ensuring that a healthy working
atmosphere is developed, a positive culture of prevention is practiced in the organization, raising
productivity that will ultimately respond to higher productivity growth and have an effect on
employee performance excellence overall. Work-related stress typically influences behaviours,
emotional and physical conditions, performance, job satisfaction, and organizational
commitment to individual and organizational problems (Beheshtifar, Hoseinifar, and Moghadam,
2011).
Employee job satisfaction plays an important part in determining the overall productivity
of employees in any organization. According to Somvir and Kaushik (2012), a job refers to an
occupational act performed in exchange for a reward by a person or group of individuals, and
satisfaction refers to people’s feelings about events, rewards, interpersonal relationships, and
spiritual pleasure at work. Job satisfaction is an important component of employee motivation
and encouraging employees to achieve better performance. Employees are more satisfied with
their work, and their work efficiency is higher, which generally improves their satisfaction level
in their life (Abdullah et al., 2011). However, dissatisfied employees often result in low or poor
productivity and performance, which can affect the achievement of organizational goals.
2

Job stress and job satisfaction are significant determinants of employee productivity. The
theory supports the fact that employee satisfaction directly affects productivity. They believe that
satisfaction and productivity have a causal relationship. This relates to the issues why
organizations are attempting to enhance employee productivity in numerous ways. These two
factors (job stress and job satisfaction) can affect the productivity of the workgroup and
ultimately lead to additional costs to an organization’s expenses (Halkos, 2008). An overview of
the current international situation indicates that it is important, among other things, to increase
job quality and productivity while also ensuring workplace safety and hygiene (Liaudanskiene,
Varnas, and Ustinovichius, 2010). The purpose of this study was to investigate the relationship
between job stress and job satisfaction with workforce productivity among employees in the
private sector.
1.2 Problem Statement
Researchers over time have invested a lot of time in providing businesses with models
and theories on the relationship between job stress and job satisfaction because organizations
want their employees to be both productive and satisfied, in the past, most research and theories
related to job stress and job satisfaction were mainly discovered in the context of the west and
middle east (Ratnawat and Jha, 2014), while the generalizability and boundary conditions of
these finding are in other cases such as developing country like Malaysia.
Many organizations around the world have witnessed an alarming increase in the
negative impact of stress on employee productivity (Henry and Evans 2008). To achieve higher
productivity, most organizations will eventually burden their employees with heavy workloads
and thus fail to complete tasks on time. This may have psychological and physical effects on
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employees. This can lead to the opposite of what these organizations want to achieve. The
research conducted by Bewell, Yakubu, Owotunse, and Ojih (2014) concluded that the stress
caused by work is relatively inseparable from the concept of worker efficiency and productivity.
The research of Qadoos, Ayesha, Tayyab, Toqeer, and Hafiz (2015) found that is a positive
correlation between job stress and employee performance.
In a job-related environment, satisfaction represents overall satisfaction with the job itself,
and productivity is defined as the level of an employee's contribution to organizational goals. In
order to enhance employee performance, job satisfaction plays the role of mediator and
moderator and work-related stress and work pressure. Previous research confirms that satisfied
workers in the organization are more productive, more effective, and dedicated to doing well (Lu
et al., 2012). Scientific research shows that job satisfaction affects workforce productivity, which
means increased job satisfaction will improve workforce productivity (Ekienabor, 2019). The
results of this research are intended to provide practitioners with helpful recommendations to
help them understand the issue (Ismail et al., 2015). Therefore, it is necessary to investigate the
relationship between job stress and job satisfaction with employee productivity. In this study. the
structure discussed begins by presenting theoretical and empirical evidence that confirms the
relationship between variables.
1.3 Research Objective
1.3.1 General Objective
This research aims to determine the relationship between job stress and job satisfaction with
workforce productivity.
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1.3.2 Specific Objective
1. To examine the relationship between work overload and workforce productivity.
2. To examine the relationship between role ambiguity and workforce productivity.
3. To examine the relationship between pay and workforce productivity.
4. To examine the relationship between supervision and workforce productivity.
1.4 Research Hypotheses
Ha1: There is a significant relationship between work overload and workforce productivity.
Ha2: There is a significant relationship between role ambiguity and workforce productivity.
Ha3: There is a significant relationship between pay and workforce productivity.
Ha4: There is a significant relationship between supervision and workforce productivity.
1.5 Conceptual Framework
Based on past researchers (Hoboubi et al., 2013; Okeke and Ojan Echo Oboreh, 2016),
indicated that job stress particularly which is related to overload work and role ambiguity is
significantly related to workforce productivity and it is one of the factors that influence a high
level of workforce productivity. The public and private organizations have emphasized the
importance of employees on pay issues. According to Yamoah (2013), the results show that there
is a significant relationship between compensation or pay and productivity, as this perceived
support helps the organization to have morale and work satisfaction. The research by Sajuyigbe
et al. (2013) indicates that supervision influences job satisfaction and employee productivity and
performance in an organization. The workers are appropriately supervised, and well paid to
improve productivity and performance (Tetteh, Mohammed, and Azumah, 2017). Figure 1.1
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shows the conceptual framework of the relationship between job stress and job satisfaction with
workforce productivity.

Figure 1.1: Proposed Conceptual Framework
Source: Hoboubi et al., 2013; Okeke and Ojan Echo Oboreh, 2016; Yamoah, 2013 and Sajuyigbe
et al., 2013
1.6 Significance of the Study
1.6.1 Significance to Organization
The optimum productivity is the desire of every employer. This can only be achieved
when employees work diligently to contribute the most benefit to the organization will this to be
done. However, it has been found in literature and practice that the main factors that significantly
affecting employee productivity are job-related stress and satisfaction. Therefore, employers and
management cannot ignore the effects of job stress and job satisfaction when achieving the goals
set by the organization.
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1.6.2 Significance to Body of Literature
This research aims to provide a framework for measures to identify satisfaction and
prevent work pressure problems, and to help manage problems when they arise. In addition, the
impact of work pressure and satisfaction on employee productivity will be investigated through
experience. This will help eliminate controversies about work pressure that may affect worker
productivity.
1.6.3 Significance to Related Industry
The main aim of implementing the results of this study is to devise and execute the most
successful approach in the private sector to cope with job stress and satisfaction. However, it is
hoped that the key ideas can be spread to any workplace that hopes to increase worker
productivity.
1.7 Limitation of Study
The limitation of this study is a quantitative study, which focuses on determining the
relationship between two variables that is job stress (work overload and role ambiguity) and job
satisfaction (pay and supervision). Although there are many other factors that can lead to job
stress and job satisfaction, this study only studies work overload, role ambiguity, pay, and
supervision. In addition, the research respondents were private sector employees and the data
was obtained using questionnaires from the respondents. Therefore, the study’s findings cannot
be applied to other organizational environments, particularly the organization of local authorities.
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1.8 Definition of Terms
1.8.1 Job Stress
Conceptual definition
Job stress is defined as a damaging physical and emotional reaction that arises when job
demands do not meet the expertise, resources, or needs of employees (Blaug et al., 2007).
Operational definition
In this study, job stress is defined as the job requirements that do not match the workers’ abilities,
it can cause job-related stress. In this study, job stress refers to work overload and role ambiguity.
This particular variable will be using the Job Stress Questionnaire proposed by Caplan et al.
(1975) to investigate the level of job stress.
1.8.1.1 Work Overload
Conceptual definition
Work overload is setting too many goals or exceeding their capabilities can make employees feel
depressed and disappointed (French and Caplan, 1972).
Operational definition
Work overload is defined to put the responsibility of stress on employees, then reduce employee
engagement and lead to a decline in productivity.
1.8.1.2 Role Ambiguity
Conceptual definition
Role ambiguity is defined as confusion about actual job responsibilities due to a lack of clear job
descriptions (Chenet, Tynan, & Money, 2000).
8

Operational definition
Role ambiguity is defined as the responsibilities and achievements related to job requirements;
the ambiguity of roles has not been fully understood leading to impact productivity.
1.8.2 Job Satisfaction
Conceptual definition
Job satisfaction refers to workers’ level of interest in the job and their perceptions of job
characteristics or work environment (Ellickson & Logsdon, 2002).
Operational definition
In this study, job satisfaction is defined as employees are happy and cheerful in the workplace,
they can make their work satisfied, thereby improving the quality of their work. In this study, job
satisfaction refers to pay and supervision. This particular variable will be using the Job
Descriptive Index to examine job satisfaction (Smith, Kendall, and Hulin, 1969).
1.8.2.1 Pay
Conceptual definition
Pay is concerned with compensation which provides intrinsic motivation for employees to
improve in their performance (Bob, 2011).
Operational definition
Pay is defined as the most necessary area for employees to work. When they feel that their salary
is sufficient to sustain their lives, they will be satisfied with their work.
1.8.2.2 Supervision
Conceptual definition
Supervision is defined as the capability of supervisors to manipulate subordinates’ actions to take
a certain course of action (Besigwa, 2011).
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Operational definition
Supervision is defined as quality supervision to include an employee with better results in order
to meet overall higher productivity organizational objectives.
1.8.3 Productivity
Conceptual definition
Productivity can be defined as a measure of the output rate of products and services per unit of
input and output (Parham, 2014).
Operational definition
Productivity is described as an important component of any organization's growth and
development in human society. In this study, productivity will be using a questionnaire based on
Hersey and Goldsmith Model to investigate productivity in the study population (Hersey and
Goldsmith, 1980).
1.9 Summary
This chapter discusses issues related to the research topic under investigation. This
chapter explains the background of the research, the problem statement of the research, the
objective and hypotheses of the research, the conceptual framework of the research, limitation of
the study, the definitions of terms used were explained in this chapter. The following chapter will
describe the literature review related to this research.
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