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Abstract

This study explores the effect of job stress's factors, role ambiguity and time pressure on job
performance among employees in one of the water supply services companies situated at
Muar, Johor, Malaysia. Besides, this study also aims to examine the most influential predictor
on job performance among the respective employees. The study chose 144 employees from
the respective company conveniently to participate in this study. All questionnaires were
returned with complete answers by the respondents. Data had been evaluated through three
analyses: descriptive, correlation, and regression analysis using Statistical Package for Social
Science (SPSS). The results of the descriptive analysis indicated that the majority of the
respondents were male, married and aged between 20 to 30 years old. Besides, most of the
respondents have worked with the company for more than 15 years and SPM holders. Based
on the correlation analysis, the finding discovered a positive and weak relationship between
time pressure and job performance. Nevertheless, the result indicated that role ambiguity has
a positive and strong relationship with job performance. Moreover, the study's findings based
on regression analysis revealed that job stress factors had an influence of 55.9% on job
performance. Another 44.1% was conceivably influenced by other variables that were not
being studied. Furthermore, it also showed that role ambiguity is the most influenced factor
of job stress on job performance. The finding of this study offers several significant insights
and information for the company about the importance of job stress and its relationship with
the employees' job performance.

Keywords: Job Stress, Job Performance, Role Ambiguity, Time Pressure

Introduction

The performance of an organisation's employees is closely related to its success. Job
performance is essential to organisations in this modern era, especially to see if employees
can attain their maximum potential and assist the company accomplish their objective. It will
be easier for the organisation to achieve its business goals if employees are well informed
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about their job responsibilities. According to Anitha (2014), performance can be defined as
keeping up plans while targeting to achieve the desired results.

Excellent job performance can be achieved and contributed to ensuring the organisation
meets its objectives and expectations through employees' work and contribution.
Organisations are more likely to hire individuals with high performance who can offer them
high-quality work and avoid hiring inefficient people. When the organisation sets a high
standard of performance for the employee to achieve, it will increase stress levels among
them. Job stress is rising among employees, and it's becoming a more significant concern for
organisations since it may lead to lower productivity, more absenteeism, and a slew of other
employee issues, including drug addiction, alcoholism, anxiety, and cardiovascular problems
(Imtiaz & Ahmad, 2009).

Job-related stress is one of the most severe issues that Malaysian employees encounter
(Mallow, 2016). Particularly in service organisations, since the nature of the job itself requires
the employee to deal with various customer behaviour types (Azmi et al., 2016). This can be
even worse since individuals in the service industry must have positive emotions since they
must interact with customers who want to offer high-quality service to satisfy their
expectations (Hofmann & Stokburger-Sauer, 2017). Consequently, the mental and physical
wellbeing of those individuals can be jeopardised if the job stress cannot be controllable.
Essentially, various factors negatively influence job performance, such as time pressure and
role ambiguity. According to Sharmilee, Abdul, and Zubair (2017), time pressure and role
ambiguity have negatively influenced employee performance. Yahaya et al (2009) indicated
that employee turnover looks to be excessively high when they are given too many tasks or
work assignments and are expected to complete them in a short amount of time. Besides,
when dealing with role ambiguity, they face emotional difficulties, a pathological loss of
reality, and a significant drop in success (Karatepe and Uludag, 2008). If these job-related
stress issues are not adequately addressed, it may be detrimental to both the employee and
the organisation.

Thus, based on the background of the study ad problem statement, the objective of this study
is to explore the effect of job stress's factors, role ambiguity and time pressure on job
performance. Additionally, this study aims to examine the most influential predictor on job
performance in one of the water supply services companies situated at Muar, Johor, Malaysia.

Literature Review

Job Stress

Job stress has been defined in different ways over the years. In general, job stress can be
defined as a phenomenon that every subordinate and superior experiences and coping with
it differently according to a specific approach. It is essentially a misalignment of individual
skills and organisational requirements (Pediwal, 2011; Jayashree, 2010). Moreover, job stress
is an unpleasant emotional state that happens when the job demands outweigh a person's
ability to deal with the circumstance. It is a familiar phenomenon that manifests differently in
different work contexts and affects employees (Malek, 2010). Due to stress, an individual's
expectations of the organisation and his demands become distorted. Job stress has now
evolved into a worldwide issue that affects all countries, all types of employees, and all
civilisations (Haider & Supriya, 2007).

Furthermore, according to Chen and Silverthorne (2008), job stress is a highly personal
reaction that varies from general stress in that it is also connected to organisation and work.
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Greenberg and Baron (2007) acknowledged that job stress could be a group of external
destructive factors in the work atmosphere, physical, psychological, or social. Additionally,
job stress significantly influences employees' performance and productivity (Mimura &
Griffiths, 2003).

Numerous studies have been conducted by prior researchers in identifying factors of job
stress. Based on the research undertaken by Murali (2017), two contributing factors of job
stress which includes time pressure and role ambiguity had been identified and studied by
the researchers.

According to role theory, role ambiguity is the lack of definition and predictability in an
employee's job or role duties and responsibilities (Kahn et al., 1964; Beehr, 1976). Kalbers and
Cenker (2008) mentioned that role ambiguity is an employee's lack of confidence in
understanding their job. Role ambiguity can also occur when individuals are forced to do
many different tasks at once (Harijanto et al., 2013). Besides, lack of precise information
causes role ambiguity, which is a job stressor (Larson, 2004). Based on the role theory
explained by Kahn et al. (1964), when a job holder's function is unclear, they will engage in
coping behaviour to solve unknown duties and relieve stress, misrepresent the reality of the
job's requirements.

Individuals are frequently forced to finish increasing daily responsibilities in a short amount
of time, which has become a natural aspect of the environment. Time pressure is defined as
reducing the amount of time available to perform a task (Klapproth, 2008). When time
pressure is minimal, it can lead to fatigue and a lack of energy, interfering with job duties.
Furthermore, excessive amounts of time pressure might cause behaviour avoidance and
detrimental effect (Gevers, Van Eerde, & Rutte, 2001). On the other hand, when time pressure
is regarded as a very high level, individuals might be impacted by stress (Van Yperen &
Hagedoorn, 2003).

Job Performance

Job performance refers to all of an employee's attitudes and behaviours that contribute to
attaining the organisation's goals (Demirer, 2019). The idea of job performance, which
describes to what extent the intended task is performed from an individual perspective, is the
sum of the behaviours displayed by the employee to contribute to the organisation's efforts
to achieve its objectives (Tekin & Deniz, 2019). According to Keshin and Gundogan (2019), job
performance can be referred to as all employees' actions at work.

Performance is linked to the quality of the approach that workers use to do their job.
Employees who lack the necessary knowledge, skills, and competencies for the position will
be more stressed, and their performance may decrease due to their loss of motivation
(Altindag, 2020). Meydan et al (2018) described that employees' attempts to attain work-
related objectives are called job performance, a component of task and contextual
performance.

Besides, according to Bin (2015), job performance is defined as an employee's capacity to
meet corporate objectives and requirements. The concept of job performance is linked to the
presence of features (capacity) suited for the job requirements, the employee's desire to do
their job (willingness), and the presence of environmental components for the task realisation
(Koca & Yildiz, 2018). Employees exhibit their capacity and desire in line with their job
descriptions and duties and get support from the business environment; all contribute to job
performance, which is critical to achieving the organisation's goals and objectives (Altindag,
2020).
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Relationship between Factors of Job Stress and Job Performance

Numerous studies have shown that job stress has a detrimental impact on employee
performance, considering the different aspects involved, including employee job satisfaction.
For example, a study conducted by Ahmed and Ramzan (2013) has established a negative
association between job stress and employee performance. However, Jamal (2007) revealed
that the individual faces optimal challenge and his performance would be increased
accordingly when stress is at a high level.

According to an earlier study conducted in 2017, role ambiguity has a negative and significant
influence on employee performance. Employees' productivity and contribution will decrease
if they are unsure of their function and job description in the organisation (Sharmilee, Abdul
& Zubair, 2017). At the same time, previous studies conducted by Murkherjee and Maholtra
(2006); Lang et al (2007) found that role ambiguity affects employees' job performance in a
service setting. Besides, researchers have found role ambiguity to be associated with a lack
of information on goals, conditions in which the job is to be performed, responsibilities, and
duties to achieve one's job effectively (Yun, Takeuchi, & Liu, 2007; Burney & Widener, 2007,
Marginson, 2006).

In most emerging countries, time pressure is becoming a significant issue (Moore & Tenney,
2012). Time constraints may not have to be viewed or interpreted negatively. However, when
time constraints hamper employees' effectiveness, they are more likely to make mistakes
(Johnson et al., 1993). According to Lee (2012), a steep rise in time deadline pressure causes
performance to drop. Likewise, Broberg et al (2017); Abuaddous et al (2015) found the exact
outcome of time pressure negatively impacted performance. Nevertheless, these results
contradict Sacramento et al (2013); Wijaya and Yulyona (2017) findings, which found that
time pressure did not affect job performance.

Hypotheses to investigate the link between the variables have been established per the above
literature review and discussion:

Hq: There is a significant relationship between role ambiguity and job performance.
Hj: There is a significant relationship between time pressure and job performance.
Methodology

The study was purposely conducted to examine the effect of job stress's factors (role
ambiguity and time pressure) on job performance and explore the most influential predictor
of job performance. To perform this study, the convenience sampling technique was applied
in distributing the questionnaire to the respondents. The survey has been carried out online
using Google Form in obtaining the responses from the respondents. All registered employees
at one water supply services company situated at Muar, Johor, Malaysia, who worked in
several different departments was used as a sampling frame.

The entire population for this study was 228 employees. However, the ideal sample size for
this study was 144 employees identified primarily by referring to the Krejcie and Morgan's
table. A five-point Likert-based scale was used in representing the most suitable answer from
the respondents. The description of the Likert scales includes 1-Strongly Disagree, 2-Disagree,
3-Neutral, 4-Agree, and 5-Strongly Agree.

The Statistical Package for Social Science (SPSS) 22.0 was applied to evaluate data through

three analyses in this study. First, a descriptive analysis was initially performed to generate
descriptive gender, age, race, marital status and educational level. Second, a correlation
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analysis was applied to examine the relationship between job stress's factors (role ambiguity
and time pressure) and job performance. Finally, regression was the third analysis used to
identify the most influential predictor among job stress and job performance factors.

Reliability

Reliability relates to the consistency of a measure (Heale & Twycross, 2015). According to
Sarasvathy (2013) reliability test had been used to measure the instrument's accuracy in
which the respondents can provide the same answer to the same question each time. In
analysing the reliability of the questionnaire, Cronbach's Alpha values were used to measure
the internal consistency and level of strength of each variable that is available in this study. In
testing the reliability of the questionnaires' answers, reliability analysis was conducted by
referring to the rule of thumb made by Hair et al (2003). They described that Cronbach’s Alpha
(a) values of 0.9 and above shows excellent reliability, 0.8 to < 0.9 shows very good reliability,
0.7 to < 0.8 shows good reliability, 0.6 to < 0.7 shows moderate reliability and < 0.6 shows
poor reliability.

Based on Table 1, the result of reliability analysis was indicated that Time Pressure's variable
(0.767) have good consistency with Cronbach's Alpha value. In contrast, variables of Role
Ambiguity (0.878) and Job Performance (0.881) have very good consistency with Cronbach's
Alpha value. Therefore, these values are adequate to confirm its reliability, as what Hair et al.
(2003) discussed in their studies.

Table 1. Result of Reliability Analysis

NO. CONSTRUCT CRONBACH'S ALPHA VALUE
1. Role Ambiguity (Independent Variable) 0.878
2. Time Pressure (Independent Variable) 0.767
3. Job Performance (Dependent Variable) 0.881
Finding

Descriptive Analysis

From all 144 questionnaires distributed by the researchers, all respondents have successfully
answered the valid questionnaires. Therefore, this study represented employees from one of
the water supply services companies located at Muar, Johor, Malaysia. Based on Table 2, the
majority of the respondents were male (n=94, 65.3%) and aged between 20-30 years old
(n=44, 30.6%). Further, most of the respondents have been working with the company for
more than 15 years (n=61, 42.4%). Moreover, majority of the respondents were married
(n=104, 72.2%) and SPM holders (n=58, 40.3%).
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Table 2. Demographic Background

FREQUENCY (f) PERCENT (%)

Gender

Male 94 65.3

Female 50 34.7
Age

20-30 years old 44 30.6

31-40 years old 33 22.9

41-50 years old 30 20.8

51 years old and above 37 25.7
Working Tenure

Less than 5 years 44 30.6

6-10 years 18 12.5

11-15 years 21 14.6

More than 15 years 61 42.4
Marital Status

Married 104 72.2

Single 36 25.0

Others 4 2.8
Educational Level

SPM 58 40.3

STPM 14 9.7

Diploma 40 27.8

Degree 30 20.8

Master 2 1.4

Correlation Analysis

In examining the relationship between job stress factors (role ambiguity and time pressure)
and job performance in this study, Strength of Correlation Interpretation guidelines by Salkind
(2012) were referred to interpret the results. Hence, the results available in the Table 3
revealed a weak and significant relationship between time pressure and job performance
(r=0.343, p<0.01). However, a solid and significant relationship existed between role
ambiguity and job performance (r=0.745, p<0.01). From the results, both factors of job stress
had shown a significant relationship with job performance. Thus, all the research hypotheses
that have been constructed earlier were accepted.

Table 3. Correlations Table for Factors of Job Stress and Job Performance

Time Pressure Role Ambiguity
Pearson .343%* .745%*
Correlation
Job Performance Sig. 0.00 0.00
(2-tailed)
N 144 144

Regression Analysis

In this study, multiple regression analysis was performed to identify how well the
independent variables predict the value of the dependent variable. Based on the results that

available in Table 4, the development of R Square was 55.9%.
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independent variables, which are factors of job stress (role ambiguity and time pressure),
influenced 55.9% towards the dependent variable (job performance). In contrast, another
44.1% of the independent variables were not influencing the dependent variable and were
replaced by other variables. This depicted that 55.9% of job performance at selected water
supply services companies can be explained by job stress factors that consist of role ambiguity
and time pressure.

Table 5 shows the regression results of the association between factors of job stress and job
performance. Based on the result available in the table, it could be seen that role ambiguity
is the most influenced factor on job performance, with a beta value of 0.720. On the other
hand, time pressure also influenced job performance with a beta value (0.065) that was
slightly lower compared to role ambiguity. Table 5 also showed that role ambiguity is a
significant variable because its p-value is below 0.01. However, the p-value for time pressure
is greater than 0.05, signifying that the result is not statistically significant.

Table 4. Model Summary

Model R R Square Adjusted R | Std. Error of the
Square Estimate
1 7473 .559 .552 .33187

a. Predictors: (Constant), Role Ambiguity, Time Pressure
b. Dependent Variable: Job Performance

Table 5. Results of Regression Analysis
Coefficients

Model UnstandardizedUnstandardis | StandardizedStandardis |t Sig.
ed Coefficients ed Coefficients
B Std. Error Beta
1 (Constant) | 1.066 .259 4.119 | <.00
Time 1
Pressure | .051 .048 .065 1.068 | .287
Role 719 .061 .720 11.86 | <.00
Ambiguity 8 1

a. Dependent Variable: Job Performance

Conclusion and Recommendations

The main objective of this study examines the effect of job stress's factors, role ambiguity and
time pressure on job performance. The finding signified that role ambiguity and time pressure
have a significant relationship with job performance among employees at one of the supply
service companies at Muar, Johor, Malaysia. Furthermore, the study's result indicated a weak
significant relationship between time pressure and job performance (r.=0.343, p<0.01).
However, the result revealed that role ambiguity has a significant relationship between role
ambiguity and job performance (r=0.745, p<0.01). Moreover, the study discovered that role
ambiguity is the most influential predictor that leads to job performance among employees
at the respective company with the highest beta value (3=0.720, p <0.01). On the result of the
study, it can be concluded that both factors of job stress, which are role ambiguity and time
pressure, significantly influenced job performance, supporting the constructed hypotheses.
The finding of hypothesis 1 was consistent with several past researches that revealed the role
ambiguity as to the factor that significantly influences employees' job performance (Sigh,
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1993; Bhuian et al., 2005; Chang & Chang, 2007). In addition, for hypothesis 2, the finding was
similar to the study conducted by Sharmilee et al (2017), who also revealed the significant
relationship between time pressure and job performance.

Since the understanding and awareness about factors of job stress which are role ambiguity
and time pressure are essential, thus, several recommendations have been suggested to
control their impact on the job performance of the employees in the organisation. First, to
solve the problem related to role ambiguity in the workplace, the management should give a
clear job description and instruction for each role and provide the employee with a clear set
of expectations, objectives and deadlines. Second, in improving the issues related to time
pressure, it is suggested that the management ensure they give sufficient time for the
employee to complete their job. Although some superiors perceive time pressure as
motivating employees to deliver better performance, they should pay extra attention to the
impact of time pressure on employee wellbeing, especially their mental health condition.

Limitations and Future Work

This study has some limitations and offers potential areas for future research. One of the
limitations of this study is that the sample size of the survey conducted was considered small
compared to other prior studies that several scholars had performed. Moreover, this study
has mainly focused on water supply services company at Muar, Johor, Malaysia. Thus, the
generalizability of the results should be further established through studies that can be
performed across different employment sectors. Besides, the study only considered two job
stress factors: role ambiguity and time pressure, as the predictors of job performance.
Therefore, for future research, it is recommended that the researchers further investigate
other factors of job stress such as job insecurity, heavy workload, lack of empowerment, role
conflict, or discrimination that could impact job performance among the employees.
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