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ABSTRACT
This research aimed to identify the relationship between job stress (work overload,
role conflict, role ambiguity, poor supervisory support) and turnover intention in the selected
private sector organization. This research was done by using quantitative method where the
data were collected by using questionnaire as the research instrument. Besides, the data was
collected from 60 samples from the selected private sector organization in Kuching, Sarawak.
The data were analysed by using descriptive and inferential statistics. Pearson’s Correlation
Analysis was used to measure the relationship between the independent variables and
dependent variables. The research findings have shown that there is a significant relationship
between job stress and turnover intention. Furthermore, the researcher had recommended a
few recommendations that may guide the future researches.
Keywords: Job Stress, Work Overload, Role Conflict, Role Ambiguity, Poor Supervisory
Support, Turnover Intention
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ABSTRAK
Kajian ini bertujuan untuk menentukan hubungan antara tekanan perkerjaan
(kelebihan peranan, konflik peranan, kekaburan peranan dan sokongan penyeliaan yang
lemah) dan niat tukar kerja di organisasi sektor swasta terpilih. Kajian ini dijalankan dengan
menggunakan kaedah kuantitatif di mana data yang telah dikumpulkan dengan menggunakan
soal selidik sebagai instrument kajian. Selain itu, data dikumpulkan daripada 60 sampel dari
organisasi sektor swasta terpilih di Kuching, Sarawak. Data dianalisis kemudian dengan
menggunakan statistik deskriptif dan inferensi. Ujian Korelasi Pearson digunakan untuk
memastikan hubungan antara pemboleh ubah bebas dan pemboleh ubah bersandar. Hasil
kajian menunjukkan bahawa terdapat hubungan yang signifikan antara tekanan perkerjaan
dengan niat tukar kerja. Selanjutnya, penyelidik telah mengesyorkan beberapa cadangan yang
dapat membimbing penyelidik pada masa hadapan.
Kata Kunci: Tekanan Pekerjaan, Kelebihan Peranan, Konflik Peranan, Kekaburan Peranan,
Sokongan Penyeliaan yang Lemah, Niat Tukar Kerja
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CHAPTER ONE
INTRODUCTION
1.1 Background of Study
According to Varshney (2014), turnover refers to employees who quit or leave the
organization for the opportunities which are more suitable for them compare to the current
work while turnover intention refers to the employee’s desire or plans for leaving the
organization (Cuskelly & Boag, 2001). It is believed that employee turnover and turnover
intention were exactly two different things. Turnover was the physical action done by the
employees to leave the organization or the organizations replace them while turnover
intention refers to the behaviour of the employee plans to leave the organization, and yet
staying in the organization. There are different factors that cause the employee turnover
intention. The location, size, pay, job satisfaction or job performance in every organization
always be the key concern about employee turnover intention.
Employee turnover intention has become a paramount issue that needs special
attention from the organizations in Malaysia. According to the study from Human Resource
in Asia, Malaysia scored the third highest voluntary rate, which was 9.5 percent in Southern
East Asia in year 2015. Turnover intention not only costly for the organization, but also
caused the organization to face loss of skills, knowledge and business relationship (Ramlall,
2003). The skills, knowledge and talent acquired by the experienced employees are
impossible to be same by the newly hired employees. In order for the organization to keep
sustaining in the global competitive market, it is inevitable for the organization to retain the
experienced and talented employees in the organization. Therefore, it is vital for the
organizations to know the factors that trigger the employee intention to leave the organization
and strategies to retain talent employees from leaving the organization.
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Job stress is something unavoidable which occurs in various form at the workplace.
Over the past three decades, work-related stress had received attention in the area of
occupation health (Swanepoel, Erasmus, Schenk, & Tshilongamulenzhe, 2014). Job stress is
the feeling that an individual experienced when he or she perceived demands that his or her
resources and abilities cannot cope with (Liyanage, Madhumini, & Galhena, 2014). Job stress
come from different sources and influence people in various ways. Stress is not always a bad
thing. An appropriate amount of stress helps people to stay focused and overcome the
problems or challenges meet at the workplace. It also provides people with energy in fighting
to achieve certain goals and targets. However, job stress brings negative impact when it is
excessive than what the person can cope with.
According to Mosadeghrad (2013), job stress is not only a crucial factor affecting
employees’ job satisfaction and job performance, but also influence turnover intention among
the employees in the organization. Hence, understand the relationship between job stress and
turnover intention could be vital towards an organization’s performance. Therefore, the
researcher had focused on the relationship between job stress and turnover intention in this
study.

1.2 Problem Statement
In this era of fast economic development, it is important to improve the organization
performance to ensure business sustainability. Since the organization performance is highly
depends on its employees, it is essential for the organizations to achieve targets and goals
with the employees perform well in their work. However, employee turnover intention has
become one of the issues that bring negative impact to the organization (Ng, Nan, Yew, &
Hoo, 2019). Turnover intention has become increasingly difficult and posed as a big
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challenge in any industry (Gangwani, Dubey, & Dasgupta, 2016). MyStarJob (2015) had
reported that the turnover rate increased from 13.2 percent in 2014 to 14.3 percent in 2015.
Therefore, it is vital for the organization to solve the employees’ turnover intention issue to
maintain the organization performance. More researches on turnover intention should be
studied to obtain more significant findings in reducing employee turnover intention (Alias,
Rohmanan, Ismail, Koe, & Othman, 2018). Thus, the turnover intention issue is chosen by
the researcher to be the key concern studied in this study.
In today’s world, job stress has become one of the most significant workplace fitness
threat for the employees in the organization. The organization no matter big or small will
always face the job stress issue. The results of the survey done by AIA Vitality’s Malaysia
Healthiest Workplace showed up to 51 percent of the 17595 respondents suffer from workrelated stress and 53 percent of them get less than 7 hours of sleep per night (Gazi, 2019). Job
stress happens when there is imbalance between work demands and employee ability to
manage it (Ullrich & FitzGerald, 1990). Time pressure, lack of sleep, role overload and high
job demands are the examples of the stressors that can contribute to high job dissatisfaction
and job stress among employees (Khan, Aqeel, & Riaz, 2014). High levels of job stress are
then trigger the employee intention to quit the organization.
According to the existing studies done by Sheraz, Wajid, Sajid, Quresh, & Rizwan
(2014); Salahudina, Alwia, Baharuddin, Santhasaran, & Balasubramaniam (2016); Yukongdi
& Shrestha (2020) on turnover intention, the findings showed that job stress had positive
relationship with turnover intention. Although there is an increasing in number of researches
and studies done on the relationship between job stress and turnover intention, there were still
limited studies regarding turnover intention in Malaysia (Hamzah, Hashim, & Rashid, 2011).
Most of the previous researches had done in public or private sector of other country such as
Pakistan, Bangladesh and Korea (Zahra, Khan, Imran, Aman, & Ali, 2018; Ahn & Chaoyu,
3

2019; Islam, et al., 2019), but, the findings of these researches may not applicable in
Malaysia because of the differences in economics, social and culture. Therefore, it is
important to conduct a research about the relationship between job stress and turnover
intention in Malaysia.

1.3 Research Objectives
General Objective:
To determine the relationship between job stress and turnover intention.
Specific Objectives:
1. To determine the relationship between work overload and turnover intention.
2. To determine the relationship between role conflict and turnover intention.
3. To determine the relationship between role ambiguity and turnover intention.
4. To determine the relationship between poor supervisory support and turnover intention.

1.4 Research Hypotheses
𝐻𝑎1 : There is a significant relationship between work overload and turnover intention.
𝐻𝑎2 : There is a significant relationship between role conflict and turnover intention.
𝐻𝑎3 : There is a significant relationship between role ambiguity and turnover intention.
𝐻𝑎4 : There is a significant relationship between poor supervisory support and turnover
intention.
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1.5 Conceptual Framework
Dependent Variable

Independent Variables

Job Stress
➢
➢
➢
➢

Work Overload
Role Conflict
Role Ambiguity
Poor Supervisory Support

Turnover Intention

Figure 1.1: Conceptual Framework
Source: Sheraz, Wajid, Sajid, Quresh, & Rizwan (2014) and Zahra, Khan, Imran, Aman, &
Ali (2018)
Figure 1.1 showed the proposed conceptual framework. Conceptual framework is
about the relationship between independent variables and dependent variable based on the
understanding of the researcher. In this study, the conceptual framework is proposed to
determine the relationship between job stress and turnover intention in private sector.
According to the past researches done by Sheraz, Wajid, Sajid, Quresh, & Rizwan (2014) and
Zahra, Khan, Imran, Aman, & Ali (2018), job stress was measured through four dimensions
namely work overload, role conflict, role ambiguity and supervisory support.
The research done by Sheraz, Wajid, Sajid, Quresh, & Rizwan (2014) is to determine
the antecedents of job stress and its impacts on employee’s job satisfaction and turnover
intentions. The results of this study showed that the independent variable (job stress) has
significant positive effect on dependent variable (turnover intention).
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Moreover, the research by Zahra, Khan, Imran, Aman, & Ali (2018) is to determine
the relationship between job stress (work overload, role ambiguity and supervisory support)
and turnover intention in pesticide sector of Pakistan. In this study, the results showed the
strong correlation between work overload and turnover intention. However, the results
indicated that there is a weak relationship between role ambiguity and supervisory support
with turnover intention.

1.6 Significance of Study
1.6.1 Significance to Organization
Job stress has become a common phenomenon at the workplace while turnover
intention has been one of the major negative impacts of job stress to the organization.
Although not all organization faced the turnover intention issue, but it is still undeniable that
turnover intention needs special attention since it can affect the organization performance.
The private sector organizations will raise their awareness towards the job stress issue when
they sense the significance relationship between job stress and turnover intention. By
knowing the job stress can affect employee turnover intention, the organization can put in
effort in handling job stress to reduce the employee turnover intention in the organization.
1.6.2 Significance to Body of Literature
This research aims to contribute more information about the relationship between job
stress with turnover intention. Thus, this research can provide information regarding how job
stress at the workplace influences the turnover intention among the employees in the
organization in terms of four dimensions, which are work overload, role conflict, role
ambiguity and poor supervisory support. Besides, this research also can provide deep insights
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to the future researchers and practitioners who interested to find out more on the related issue
regarding job stress and turnover intention.
1.6.3 Significance to Related Industry
This study contributes knowledge on the relationship between job stress and turnover
intention in private sector Malaysia. The finding of this research will be able to provide the
private organization the importance on handling job stress issue and retain the employee in
the organization to maintain the organization performance. This study will also help to
provide information to the top management in the organization to be alert on preventing
employees from turnover. On the other hand, the results of this study also can be one of the
references to the private sector in Malaysia to reduce the turnover intention rate among
employees in their organization.

1.7 Limitations of Study
There were few limitations identified in this study. Firstly, this study was only
focused on one selected private sector organizations. Thus, the results of this study may not
generalize to government workers. Besides, the sample chosen from the selected private
sector organization who answering the questionnaires might not represent the views of all
employees who works in private sector. Furthermore, questionnaires are used to collect data
from the respondents. However, the respondents may also influence by some factors in terms
of integrity and willingness to answer the questionnaire truthfully. This may affect the
reliable data to be collected. Other than that, this study only focuses on four selected
variables which were work overload, role conflict, role ambiguity and poor supervisory
support as the independent variables. Therefore, the future study could be conducted to study
on other variables such as work environment and job security.
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1.8 Definition of Terms
1.8.1 Job Stress
Conceptual Definition
According to European Commission (2002), job stress refers to an emotional and
behavioural structure which can affect the organization in a negative way and cause
psychological reactions.
Operational Definition
Job stress is defined as a negative emotional and mental state that the employees faced
at the workplace due to external environment.

1.8.1.1 Work Overload
Conceptual Definition
The perceived magnitude of work-role demands and feeling of too much things to do
and do not have sufficient amount of time to finish it (Parasuraman, Purohit, & Godshalk,
1996).
Operational Definition
In this study, work overload is defined as the excessive amount of things to do within
a given period. This variable is measured by using the questions adapted from Reilly (1982).
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1.8.1.2 Role Conflict
Conceptual Definition
Role conflict is defined as a situation that happened when employee felt struggling in
facing two or more pressures which occur at the same time (Bakar & Salleh, 2015).
Operational Definition
In this study, role conflict is defined as a situation that occurs when the employees
experience incompatible roles and work demands at the same time. This variable is measured
by using the questions adapted from Rizzo, House, & Lirtzman (1970).

1.8.1.3 Role Ambiguity
Conceptual Definition
Role ambiguity occurs when an individual is not clear regarding the expectations
about his or her role (Rizzo, House, & Lirtzman, 1970).
Operational Definition
In this study, role ambiguity occurs when lacks of important information available for
the employee to perform his or her task effectively. This variable is measured by using the
questions adapted from Rizzo, House, & Lirtzman (1970).
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