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Abstract 
Job stress is considered as an important phenomenon that affects an individual, society and 
organization as a whole. The aim of this research was to investigate the relationship between 
workload, role ambiguity, work-family conflict, workplace bullying and job stress in Malaysian 
Palm oil Board (MPOB). In this research, a questionnaire was used as an instrument to collect 
the data from 140 respondents who were the employees from Grade 29. The respondents 
were selected using purposive sampling technique. The findings revealed that there was a 
significant relationship between workload, and work-family conflict with job stress. 
Meanwhile, regression analysis showed that workload made the strongest unique 
contribution to explaining the job stress. In conclusion, this research contributed to empirical 
literature and provided a clear picture about the relationship between workload, role 
ambiguity, work-family conflict, workplace bullying and job stress.   
Keywords: Job Stress, Workload, Role Ambiguity, Work-Family Conflict, Workplace Bullying  
 
Introduction  
Typically, stress is a common issue that affects individuals  physically, mentally and 
emotionally which is normally gives a negative outcome in term of behaviour, action, and 
emotion. According to Saravanan & Lakshmi (2017), stress is the strain from the conflict 
between our external environment, leading to physical and emotional pressure). Besides, 
stress can be positive and negative which depends on the individual’s acceptance. In addition, 
stress consists of positive or negative influences, in which positive stress or eustress can 
motivate a person towards the action of a new perspective (Mabiza, Conduah & Mbohwa, 
2017). Meanwhile, negative stress or distress affects individual's health such as the person 
will experience headache, insomnia, and high blood pressure. Generally, most of the stress 
influence a negative outcome instead of a positive outcome to a person. Only a few are 
considered to be healthy for an organization (Kaur & Sharma, 2016). Moreover, job stress 
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consists of two dimensions which are physiological stress that can cause headache, migraine, 
and fatigue to a person. Meanwhile, psychological stress can lead to anger, tension, and 
anxiety (Sheraz et al., 2014). 
Bharathi & Gupta (2017) claimed that job stress is a condition whereby employees’ 
knowledge, skills, and abilities do not equivalent with the organizational needs. Driven by the 
massive changes in the business world and stiff competition, employees face the challenges 
in order to meet the expectation from employers. According to the Chairman of National 
Institute of Occupational Safety and Health (NIOSH), Tan Sri Lee Lam Thye, he highlighted on 
the impact of work stress towards mental health and psychosocial factors which affect the 
efficiency, productivity, and output of any enterprise (NIOSH, 2016). He also added that 
employee performance, frequent illness, absenteeism, accidents and staff turnover are all 
affected by employees’ mental health status. Therefore, both employers and employees 
should take this job stress issue seriously. Most importantly, the employer must identify the 
factors that contribute to job stress so that they can act accordingly in order to reduce this 
problem.  
Therefore, the researchers aim to investigate the factors of workload, role ambiguity, work-
family conflict and workplace bullying that may influence job stress. Hopefully, this study will 
provide a better understanding to not only Malaysia Palm Oil Board (MPOB), but also to other 
employers in order to handle this job stress issue efficiently. 
 
Literature Review 
Job Stress 
According to Babatunde (2013), job stress is a world-wide issue that associated with health 
matters, work performance, and individual well-being. Nowadays, the increased in the 
problem due to the job stress is not only affected the employees’ work but also influence 
employees’ family (Wani, 2013). For instance, the employee who is unable to cope with the 
stress at workplace sometimes bring this problem at home and this affects their family. In 
fact, stress that arises lead to high work related problem in the organization (Bashir & Ramay, 
2010). Based on Mabiza, Conduah & Mbohwa (2017) research findings, there was a 
tremendous change in a work environment today that was derived from the innovation of 
technology, customer’s demand and valuable human capital. Consequently, all those changes 
actually influence the pattern of every occupation and living (Sakkomonsri & Kaewboonchoo, 
2016). 
In addition, job stress does not influence individual’s physical and mental health only, but also 
brings cost to the organization (Safaria, Othman & Wahab, 2010). Moreover, problems of 
psychological, physiological, and behaviour that arise from job stress can affect employee’s 
health. For instance, Wani (2013) stated that the problem of psychological are depression, 
anger, anxiety, and tension. Besides, there was a research stated that negative emotions such 
as depression and anxiety were derived from the employee's stress (Yaacob & Long, 2015). In 
fact, stress survey conducted by Ismail & Noor (2016) indicated that more respondents were 
suffered from health problems such as insomnia, depression, and hypertension due to the 
higher workloads. 
 
Workload 
Too much works to be performed by employees that are beyond their capabilities may lead 
to job stress. The employees might experience fatigue that could hinder the employees and 
organization productivity (Islam, Uddin & Hasan, 2017). In this context, fatigue can influence 
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the employee’s workflow process in which it can affect the employee’s ability to make wise 
decisions, and can result in a lack of awareness and slower reactions to situations. Based on 
the previous research findings, the result showed that heavy workload can have detrimental 
effects on the organization as a whole, and it is one of the highest stress determinants that 
leads to employees’ fatigue. Most importantly, both stress and fatigue that occur need to be 
managed accordingly because these can affect the employees and organizational 
performance. Due to rapid changes of business today, the job responsibilities are getting 
higher which require the employees to complete their works in a short period of time. As a 
result, employees tend to experience stress and anxiety, which may lead to workplace 
accidents, conflicts, poor performance, job dissatisfaction and turnover intention. 
 
Role Ambiguity 
Based on the findings in a study conducted by Sakkomonsri & Kaewboonchoo (2016) among 
ambulance  nurses in Bangkok, Thailand, it was found that role ambiguity had a significant 
relationship with job stress. For instance, employees tend to experience job stress when they 
are unclear with their job roles and responsibilities. Poor clarification by the employer 
regarding the expectation of job assigned can create an ineffective working enviroment. 
Hence, the employer should discuss and clarify the job responsibilities with the employees so 
that they know what is expected of them at work. Clarification in terms of role and duties of 
employees is vital in order to reduce stressful situations due to role ambiguity. Furthermore, 
a study conducted by Dhankar (2015) in banking sector discovered that employees faced high 
role of ambiguity because of lack of clarity about their roles and responsibility. This factor 
gives a huge impact to the employees in many aspects such as changes in behaviour, attitude 
and actions. In addition, role ambiguity can cause problem to employee’s health which can 
affect the performance and productivity of employee and organization as a whole.  
 
Work-Family Conflict 
Despite the challenges faced in today’s working world, ideal balance need to be achieved 
between a person’s working life and private life. In this respect, people are fighting towards 
balancing between work and family in order to avoid any conflicts that may affect personal 
psychological and physical health. Work-family conflict arises when the incompatible of 
demand between career and family seems to create a personal pressure to the employees as 
they try to balance the two roles that need to be performed simultaneously (Jamadin et al., 
2015). As a consequence, the pressure experienced by the employees will contribute to a 
stress at the workplace. In addition, work-family conflict can be divided into three types of 
conflict namely behavior-based, time-based and strain-based conflicts (Armstrong et al., 
2015). The behavior-based conflict refers to incompatible between specific behaviors 
required by one role with the behavioral norms of another role; time-based conflict occurs 
when time devoted to the requirements of one role makes it difficult to fulfill requirements 
of another; and strain-based conflict is defined as stress arising in one role is carried or 
transferred to the other role, with the consequent strain symptoms (Greenhaus & Beutell, 
1985). Based on previous research, it was claimed that strain-based work–family conflict, 
behavior-based work–family conflict, and family–work conflict were significantly related to 
job stress. However, according to Armstrong, Atkin-Plunk & Well (2015), time-based work–
family conflict was not significantly related to job stress.  
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Workplace Bullying 
Workplace bullying is considered as an unpleasant behavior performed by an employee with 
the intention to harm others. This includes negative behavior that offends or humiliates an 
employee, often in front of others.  In general, workplace bullying is always associated with 
job stress. It is due to repeated actions that distract individual emotional and physical. In 
particular, there are two types of workplace bullying namely work-related bullying and 
person-related bullying. Work-related bullying entails negative behaviors that are directed at 
the target’s professional role and his or her ability to carry out work proficiently. Meanwhile, 
person-related bullying includes negative behaviors that are predominantly demeaning for 
the target personally (Notelaers & Einarsen, 2013). Based on the findings in a study conducted 
by Taniguchi et al (2016) in Japan which involved workers from welfare facilties for elderly, it 
was revealed that person-related bullying was significantly and positively associated with the 
psychological and physical stress reaction. Moreover, there was a significant relationship 
between workplace bullying and job stress that involved employees of private banks in 
Lahore, Pakistan (Faran, 2018). Therefore, the organization must take corrective actions in 
order to reduce the impact of workplace bullying by introducing several methods such as 
clarify the role of employees, conduct company activities and developing anti-bullying policies 
as a guideline to overcome workplace bullying (Rajalakshmi & Gomathi, 2015).  
 
Research Methodology 
This research utilized a quantitative research method in order to determine the relationship 
between workload, role ambiguity, work-family conflict, and workplace bullying with job 
stress. The population of this study involved all the supporting employees (non-executive) 
Grade 29 in eight (8) divisions of MPOB with various positions such as administrative assistant, 
financial administrative assistant, administrative officer assistant, financial officer assistant 
and senior administrative assistant. This category of employees was chosen because of their 
job responsibilities are considered as important in order to help the executive level to achieve 
the organization’s strategic goals. In this respect, the total population of this study  was 184 
and the sample size was 123 (Krejcie & Morgan, 1970). Besides, this research used a 
questionnaire as a research instrument to collect information from the respondents and the 
results were presented in numerical form. The questionnaire was divided into six (6) sections 
which represented the demographic profile of respondents, job stress, workload, role 
ambiguity, work-family conflict and workplace bullying. Hence, a five-point of Likert scale was 
used in order to determine the rating value or response from respondents. The scale range 
are from 1 (strongly disagree), 2 (disagree), 3 (neutral), 4 (agree) and 5 (strongly disagree) 
with the particular statement.  In particular, the researchers applied purposive sampling 
technique because it focuses on particular characteristics of a population that are of interest, 
which will best enable researchers to answer the research questions. 
Two methods of collecting data were used by the researchers namely primary and secondary 
data. A primary data an original data source, that is  one in which the data are collected 
firsthand by the researcher for a specific research purpose or project (Sekaran & Bougie, 
2011). For instance, the primary data of this study was the data that was collected from MPOB 
employees using a survey questionnaire. Meanwhile, secondary data is the data that has been 
collected in the past by someone else but made available for others to use. This data had been 
gathered and recorded by someone else but being utilized by other researchers for another 
purpose (Sundram, Atikah, Rohani, Nazura, Akmal & Krishnasamy, 2016). Hence, secondary 
data used in this study were journals, books, articles and websites. 
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In this research, 140 set of questionnaires were handed over to the HR Personnel of MPOB. A 
sufficient time was given to the respondents to fill up the questionnaires with minimal 
interference by the researchers. Furthermore, the researchers took approximately seven (7) 
working days to gather all the completed questionnaires. Fortunately, all the respondents 
gave utmost cooperation towards this research. Once all the data had been collected, a 
software program called Statistical Package for Social Science version 22.0 (SPSS) was used to 
analyze the data. In this study, descriptive analysis was used to analyze the demographic 
variables such as gender, age, race, marital status and length of services. Moreover, reliability 
test was conducted to measure the consistency and stability of the research instrument 
(Sekaran & Bougie, 2011). In this research, the most commonly used coefficient in reliability 
analysis is known as Cronbach’s alpha, which is used to measure the internal consistency of 
items in a survey instrument. In addition, multiple regression analysis was used as a statistical 
analysis procedure that expands linear regression by including more than one independent 
variable in an equation to understand their association with a dependent variable. 
 
Findings and Discussion 
Demographic Profile of the Respondents 
Based on Table I, 55.7% of the respondents were male, followed by 44.3% of the respondents 
were female. Majority of the respondents were from the “31 – 40 years old” group with a 
percentage of 39.3%. Meanwhile, the smallest group of respondents came from the “51 – 60 
years old” group with a percentage of 11.4%. Besides, most of the respondents were Malay 
(99.3%), followed by other races with a percentage of 0.7%.  In addition, the findings also 
revealed that 77.9% of the respondents were married, followed by 20.7% of them were single 
and 1.4% of the respondents belonged to “Others” group. Moreover, most of the respondents 
served MPOB for more than 10 years with a percentage of 32.1%. 
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TABLE I.  SUMMARY OF DEMOGRAPHIC PROFILE OF RESPONDENTS 

Demographic Profile Frequency 
Percentage 
(%) 

Gender 
Male 78 55.7 

Female 62 44.3 

Age 

19 – 30 
years old 

50 35.7 

31 – 40 
years old 

55 39.3 

41 – 50 
years old 

19 13.6 

51 – 60 
years old 

16 11.4 

Race 

Malay 139 99.3 

Chinese 0 .0 

Indian 0 .0 

Others 1 .7 

Marital 
Status 

Married 109 77.9 

Single 29 20.7 

Others 2 1.4 

Length 
of 
Service 

Less than 1 
year 

6 4.3 

1 – 3 years 32 22.9 

4 – 6 years 24 17.1 

7 – 9 years 33 23.6 

More than 
10 years 

45 32.1 

 
Results of Reliability Analysis 
Table II showed the Cronbach’s alpha value for each variable. Job stress with 7 question items 
had a Cronbach’s alpha value of 0.910 which was considered as excellent (Manerikar & 
Manerikar, 2015).   Next is workload with 7 question items which had a Cronbach’s alpha 
value of 0.898 which was indicated as good since it was more than 0.80. For role ambiguity, 6 
question items were used and the Cronbach’s alpha value was 0.874 which was indicated as 
good as well. Furthermore, work-family conflict and workplace bullying had Cronbach’s alpha 
values of 0.868 and 0.892 respectively which were considered as good.    
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TABLE II.  RESULTS OF RELIABILITY ANALYSIS 

Variable 
No. of 
Items 

Cronbach’s 
Alpha 

Degree of 
Reliability 

Job Stress 7 0.910 Excellent 

Workload 7 0.898 Good 

Role 
Ambiguity 

6 0.874 Good 

Work-
Family 
Conflict 

7 0.868 Good 

Workplace 
Bullying 

7 0.892 Good 

 
Results of Regression Analysis 
Based on Table III, there was a significant and strong relationship between workload and job 
stress (Agunbiade & Ogunyinka, 2013) in which ß=0.551, p=0.00, p<0.05. This indicated that 
the higher the workload, the higher the job stress. Therefore, the hypothesis 1 (H1) which 
stated that there is a significant relationship between workload and job stress was accepted. 
This finding was supported by Islam, Uddin & Hasan (2017) in which it was clearly revealed in 
their study that workload was the higher stressor that leads to employees’ stress due to 
excessive works. Besides, employees may experience fatigue if job stress was not carefully 
managed. Similarly, it was found that work overload had a significant positive relationship 
with job stress (Sheraz, Wajid, Sajid, Qureshi & Rizwan, 2014). Work overload occurs due to 
the incompatibility of several aspects such as inadequate resources and time constraint 
during the completion of the task which lead to job stress. Therefore, employees will feel the 
pressure especially if they were unable to complete the task in the allotted time period. 
Furthermore, this research finding also revealed that there was no significant relationship 
between role ambiguity and job stress (ß=0.007, p=0.918, p>0.05). Therefore, hypothesis 2 
(H2) that stated there is a significant relationship between role ambiguity and job stress was 
rejected. One of the reasons why role ambiguity had no significant relationship with job stress 
might be due to employees were clear about the expectations from their own roles.  Good 
clarification with regards to the duties and responsibilities were given to the employees, thus 
help to reduce job stress. In addition, effective communication between both employer and 
employees help to ensure any clarification about the jobs assigned is clear. In fact, 
comprehensive clarification towards any issues can help to reduce stress in the workplace 
(Sakkomonsri & Kaewboonchoo, 2016). Furthermore, this research findings showed that most 
of the respondents have served MPOB for more than 10 years. Hence, they are able to 
understand their roles and any requirements that are necessary in order to accomplish certain 
task. 
Additionally, there was a significant but moderate relationship between work-family conflict 
and job stress (Agunbiade & Ogunyinka, 2013) in which ß=0.203, p=0.26, p<0.05. This 
indicated that the higher the work-family conflict, the higher the job stress. Therefore, 
hypothesis 3 (H3) which stated that there is a significant relationship between work-family 
conflict and job stress was accepted. According to Jamadin et al (2015), there was a significant 
relationship between work-family conflict and job stress. This is due to the pressure 
experienced by employees because of conflicts between work and family demands. Based on 
the previous research findings, most of the respondents were married and doing extra hours 
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of work during weekends which may influenced job stress. Furthermore, it was found that 
strain-based work–family conflict, behavior-based work–family conflict, and family–work 
conflict had positive relationships with job stress (Armstrong, Atkin-Plunk & Wells, 2015). 
Therefore, the employer should consider offering flexible work arrangements  to help 
emlpoyees to overcome work-family conflict. For instance, offering flextime, compressed 
work week, job sharing, and telecommuting. 
Moreover, it was clearly showed that there was no significant relationship between workplace 
bullying and job stress (ß=0.064, p=0.361, p>0.05). Therefore, hypothesis 4 (H4) which stated 
that there is a significant relationship between workplace bullying and job stress was rejected. 
This finding evidently revealed that workplace bullying was not the major cause of job stress 
in MPOB. This could be due to most employees show appropriate behaviours that have 
positive effects on physical and psychological of employees.  Besides, the finding clearly 
indicated that the employees did not feel ignored or excluded and insulted by people at work. 
Furthermore, negative actions such as threats or sabotage are avoided so that these will not 
cause stress to the employees. 
In addition, as shown in Table III, the R square value was 0.690. Expressed as a percentage, 
this means that the independent variables which are workload, role ambiguity, work-family 
conflict and workplace bullying explained 69 percent of the variance in job stress. To assess 
the statistical significance of the result, it is necessary to look at the table labelled ANOVA. It 
was clearly revealed that the result reached the statistical significance, p=0.000 (p<0.0005). 
Furthermore, we need to look at the largest beta value to compare the contribution of each 
independent variable. In this study, the largest beta coefficient was 0.551 (p=0.000), which 
was for workload. This means that workload made the strongest unique contribution to 
explaining the dependent variable, job stress. 
 

TABLE III.  RESULTS OF REGRESSION ANALYSIS 
Model Summary and ANOVAª 

M R R² 
Adjust
ed R² 

Std. 
Error 
of the 
Estima
te 

F Sig 

1 
0.690
ª 

0.4
76 

0.461 
0.6502
2 

30.67
4 

0.000
ª 

a. Predictors: (Constant), W, RA, WFC, WB 
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Coefficientsª 

M 

Unstandardiz
ed 
Coefficients 

Standard
ized 
Coefficie
nts 

t Sig. 

B 
Std. 
Error 

Beta 

1 (C) 0.70
6 

0.428  
1.64
7 

0.10
2 

 W 0.57
2 

0.093 0.551 
6.13
3 

0.00
0 

 RA 0.00
9 

0.086 0.007 
0.10
4 

0.91
8 

 WF
C 

0.21
9 

0.097 0.203 
2.25
2 

0.02
6 

 WB -
0.06
8 

0.075 -0.064 
-
0.06
4 

0.36
1 

a. Dependent Variable: Job Stress 
Note: M – Model; C – Constant; W – Workload; RA – Role Ambiguity; WFC – Work-Family 
Conflict; WB – Workplace Bullying  
 
Conclusion 
Job stress is a common work related problem or issue that needs to be taken seriously by not 
only employees but also employers. The effects of job stress can be disastrous if it is not 
carefully managed. For instance, employees will experience fatigue, anxious, depressed, 
having sleeping difficulties, hard to stay focused and always getting sick. Therefore, the 
researchers would like to give some recommendations to the employers so that necessary 
actions can be taken to reduce job stress in the organization. Job redesign is one of the best 
approaches in order to cope with job stress issue. It focuses on the elements such as task, 
duties, and responsibilities in a particular job that need to be restructured in order to enhance 
the motivational level, job satisfaction, performance and productivity among employees. 
Besides, the employer should provide flexible working schedule to the employees so that they 
can manage between work and non-work activities appropriately.  Other than that, 
introducing wellness and physical fitness programs can help in maintaining a healthy lifestyle 
in terms of both physical and mental health.  
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