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ABSTRACT 

 

This study aims to look at the level of work stress and its relationship with 

commitment among special branch police officers in Bukit Aman. A total of 201 

respondents involved in this study. The results of descriptive analysis showed that the 

level of work stress among special branch police officers was at a high level with a 

mean value of 4.64 and a standard deviation of 0.439. Meanwhile, the level of work 

commitment is at a high level with a mean value of 4.55 and a standard deviation of 

0.335. Next, one -way ANOVA analysis showed that there were differences in stress 

levels based on service duration factors. Finally, Pearson Correlation analysis showed 

that there was a relationship between these two variables with a coefficient r value of 

0.884. The implication of this study is that officers in Bukit Aman were able to 

identify the importance of managing the level of work stress. Therefore, all parties 

should mobilize energy in improving service delivery through effective emotional 

management practices. An orderly organizational environment and leadership 

practices are able to control the level of stress among police officers. 

 

Keywords: Stress, Commitment, Service Delivery, RMP, Special Branch officers 
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ABSTRAK 

 

Kajian ini bertujuan untuk melihat tahap tekanan kerja dan hubungannya dengan 

komitmen dalam kalangan pegawai polis cawangan khas di Bukit Aman. Berdasarkan 

jadual Krejcie dan Morgan (1970) telah menetapkan sebanyak 201 sampel sebagai 

responden kajian. Hasil analisis deskriptif menunjukkan tahap tekanan kerja dalam 

kalangan pegawai polis cawangan khas berada pada tahap yang tinggi dengan nilai 

min sebanyak 4.64 dan sisihan piawai 0.439. Manakala, tahap komitmen kerja berada 

pada paras tinggi dengan nilai min sebanyak 4.55 dan sisihan piawai 0.335. 

Seterusnya, analisis ANOVA sehala menunjukkan terdapat perbezaan tahap tekanan 

berdasarkan faktor tempoh perkhidmatan. Akhir sekali, analisis Korelasi Pearson 

menunjukkan terdapat hubungan antara kedua-dua pemboleh ubah ini dengan nilai 

pekali r sebanyak 0.884. Implikasi kajian ini adalah, para pegawai di Bukit Aman 

dapat mengenal pasti kepentingan menguruskan tahap tekanan kerja. Maka, semua 

pihak harus mengembleng tenaga dalam meningkatkan penyampaian perkhidmatan 

menerusi amalan pengurusan emosi yang berkesan. Suasana persekitaran organisasi 

yang teratur dan amalan kepimpinan mampu mengawal tahap tekanan dalam kalangan 

pegawai polis. 

 

Kata kunci: Tekanan, Komitmen, Penyampaian Perkhidmatan, RMP, Pegawai 

Cawangan Khas 
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CHAPTER ONE 

 

 

INTRODUCTION 

 

 

1.1 Background of Study 

 

Work stress is not only an issue studied in the academic sector but also 

increasingly being taken into account in the government sector as well as the 

industrial sector (Asri, 2015). It has also been a concern for employers from the public 

and private sectors for over 20 years (Manzoor, 2012). Therefore, work stress 

becomes an important issue to be addressed as it has the potential to drastic effect 

towards individuals and organizations in reducing workplace stress. Work stresses 

that are not handled well are at risk of causing a variety of harms. Work-related stress 

nowadays is the biggest challenge to the health aspects of working individuals and the 

well-being aspects of an organization (Normarina, 2015). 

 

Ganing, Hassan and Hamzah (2020) study mentioned that work stress is stress that 

stems from or involves work. Negative stress, whether mental, physical or emotional, 

is an important factor that can threaten the harmony of an employee's quality of life. 

Stress is a negative human reaction to stimuli from social, work environment, 

insufficient rewards, overly urgent lifestyle and so on. Apart from that, there is also 

the stress experienced in moderation and able to motivate individuals to achieve goals 

and succeed in the efforts implemented. 
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The National Labour Policy was formulated in line with economic and social 

technological changes that desperately needed a balanced strategy with labour and 

manpower issues (Haryati, 2013). This policy which supports the principle of 

tripartism between work, employers and workers will ensure the harmony of 

enterprise relations as well as improve the quality of life of workers and improve the 

capabilities and competition of national technology (Ramli, 2016). The National 

Labour Policy stipulates employment strategies for all, the existence of a trained and 

skilled workforce and willing to accept change, increase labour productivity and 

promote good work ethic, create a harmonious enterprise relations environment and 

ensure labour standards and social security determinants are responsive to 

improvement quality of life of workers (Nordin  &  Hassan,  2019). 

 

Stress in the workplace is not the same as normal workplace risks (neurotoxic agents 

and economic risks) in fact it has no job type restrictions and has the potential to 

affect health risks to anyone (Yahya, 2019). When individuals experience stress at 

work, it can lead to symptoms that affect physiology, psychology and behaviour. 

Excessive work stress that occurs in the workplace can cause chronic occupational 

health problems experienced by the organization’s human resources. This is because 

when over 20 years, stress is a very important occupational health problem. 

Depression caused by stress can actually affect an individual's level of health. When 

employees feel stressed and it continues to repeat while doing work, then their 

tendency to get injured or accident is high. This is because stress can affect employees 

in various ways that reduce resistance to disease, disturb sleep and cause loss of 

concentration. 
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When this problem persists, this can lead to employees ’tendency to make mistakes 

and negligence that leads to accidents, injuries, low product quality as well as 

affecting the overall productivity of the organization. In addition to the chronic impact 

such as mental illness that has been described, stress at work can cause an individual 

to be depressed, irritable and sociable. Excessive work stress causes this problem to 

linger all the way home and involve other parties. Stress that occurs in the workplace 

can cause the anxiety to be carried home. This can disrupt a person's psychological 

and social relationships. So this study is focused on the work stress experienced by 

special branch police officers. Next, identify the relationship between work stress and 

work commitment. 

 

1.2 Job Stress among the Royal Malaysian Police (RMP) Officer 

 

Negative views and perceptions of the Royal Malaysian Police (RMP) have 

increased significantly recently. Negative perceptions of the actions of these 

policemen indirectly also increase the pressure on them. This is because they are often 

considered to take bribes and abuse power (Adey & Bahari, 2010). The overall 

negative view puts pressure on every policeman, especially those who sincerely carry 

out their duties properly. Stress due to the oblique view of such a society is 

experienced by everyone who wears a police uniform regardless of rank (Sprenger, 

2011). 

 

Undeniably, an efficient, clean, assertive, trustworthy, dedicated and integrity police 

force is the dream of all parties (Soeparman, 2012). However, high crime index 

statistics, news of police incompetence, administrative and management problems, as 
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well as other negative publicity towards the police are among the contributors to the 

increasing work pressure of police officers (Satar, 2010). This in turn has had an 

impact on the level of job performance achievement among police personnel. 

 

PDRM loses almost 2,000 members a year because most choose to terminate their 

service before the mandatory retirement period at the age of 60 (Utusan Malaysia, 

2015). Based on statistics obtained from the Establishment Division, Bukit Aman, on 

the exchange application for the last four years from 2014 to 2017 shows an increase 

in applications to leave special branch units to work in branches or other units in 

PDRM. Exchange applications in 2014 were 127 applications, followed by 2015 with 

205 applications, further increasing to 1283 applications in 2016 and 1723 

applications for 2017. 

 

The experience of stress among police officers can no longer be ignored. This is 

because police officers have been identified as one of the most stressful professions 

today. Therefore, some levels of stress that occur to an individual can have a positive 

effect and can motivate the group of employees. However, if the pressure exceeds a 

certain level, then it will create various problems. Therefore, this study aims to 

examine the perspective on the issue of stress that is often discussed since today 

among special branch police officers. Excessive stress will not only affect the health 

of the police officers both in terms of mental and physical health, but also affect work 

commitment. 
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1.2.1 Work Stress  

 

A survey conducted by the American Psychological Association 

(APA) in August 2017 found that the contributing factors to the stress 

experienced by Americans are due to the future of the country (63%), finance 

(62%) and employment (61%) (American Psychological Association, 2017). 

This shows that stress due to work is in the third highest position among US 

citizens. 

 

In addition, a study conducted by the Ministry of Labour and Welfare of the 

Government of Japan on 14 November 2016 found that between 30% to 40% 

of male workers aged 20 to 50 years could not sleep due to stress due to work 

stress (Andrew, Japan Today, 22 November 2016). There are also a large 

number of deaths among the people in Japan who die due to work stress. It is 

known as Karoshi in Japanese which means 'hard work' and shi means 'dead'. 

However, there are also other countries that have a death record caused by 

work stress such as France, China and Indonesia (Narimah Abd. Razak, 2017). 

 

Kasan, Hajari, Jaafar and Yusoff. (2012), in their study stated that the stress 

faced by an employee is increasingly showing an increase in all sectors of 

employment. This is due to the extreme wants and expectations of employers, 

slavery in the work culture, bullying and mental abuse of employees, 

increased workload and fears of job loss. In addition, the work stress factor is 

also due to the strict conditions given by employers for job confirmation and 

promotion, career competition, employee appraisal system that threatens 
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employee opportunities, termination and termination of contracts, dismissal of 

employees and concerns about fate and time in front of them. 

 

1.2.2 Work Commitment 

 

Key Performance Indicators (KPI) is a simple, effective measurement 

system that helps organizations explain and control the level of progress of a 

service process delivered to customers in line with the mission and vision of 

an organization (Public Administration Development Circular No. 2 Years 

2005). The principles of KPIs are to set targets, measurable in numbers, 

measured in normal circumstances and in line with the mission and vision of 

the organization. KPIs are specific measures in a particular area of 

organizational achievement. 

 

Having a commitment to the organization can have an impact such as the lack 

of work tripping problems as well as can increase productivity and job 

satisfaction. Each organization has its own goals to achieve. For example, civil 

servants such as policemen, fire-fighters and rescuers, soldiers, prison officers 

and other civil servants have organizational goals that need to be met. Thus, 

each organization will strive to produce employees who have a high attitude of 

responsibility and have a high commitment in carrying out the tasks entrusted 

to them to achieve the goals of the organization (Kamarudin, 2013). 

 

In order to achieve the goals set by the organization, employees will 

inevitably face work stress. The stress is subjective i.e. with the same degree 
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of difficulty or stress can leave different effects on different individuals. It all 

depends on your resilience and how you deal with it. According to Stranks 

(2005), stress is a condition experienced when stress exists beyond an 

individual's acceptance capacity. The presence of stress can cause disruption 

and cause a person to not be able to do his job well. Humans who face stress 

are said to be unique because stress is an external stimulus that can produce 

different observations between individuals. When two individuals have 

different observations and acceptance in the face of stress, they will produce 

different responses depending on their respective perceptions (Musa & Abdul 

Rahman (2020). 

 

1.3 Problem Statement 

 

1.3.1 Work Stress 

The RMP, is now facing a sharp psychological problem among its officers 

where there are various cases of murder, injuring the public, suicide and mental 

problems in the country that have been reported involving Police Officers who fail to 

control emotions self as a result of self-stress (Baker & Ibrahim, 2014). These issues 

support previous studies that have been found that the failure to control high levels of 

work stress among Police Officers will increase their tendency to commit suicide, 

divorce, depression, drug and alcohol abuse (Ghazali, Mohd Khir & Ismail, 2019). 

 

In fact, according to the results of a study by Kasan, Mohamad Hajari, Jaafar and 

Yusoof (2012) who studied stress among civil servants found that 43.1% of civil 

servants often experience feelings of irritability, gloom and sadness (33.1%) and often 



8 
 

lost control (15.9%) effects of self-stress. In addition, the results of the study also 

found that as many as 12.1% of civil servants have the thought "feel as if they want to 

hit or hurt people who hurt the heart". Even more worrying is that there are 4.3% of 

civil servants who have the mind-set of "frequent suicidal thoughts" and 10.8% of 

civil servants have the mind-set of "sometimes suicidal feelings" as a result of self-

stress factors. From the above analysis shows that the work pressure among civil 

servants especially Police officers is high. And it has contributed to the loss of life. 

Thus, this study identifies the factors that contribute to it and also the relationship 

between work commitments. 

 

RMP is the main enforcement body of the country; therefore all police personnel must 

be in a state of emotional and physical well-being to produce a job satisfaction that 

leads to the smooth running of daily tasks (Sazif, 2011; Venugopal, 2011). Stress 

factors also affect individual job satisfaction because different personality traits will 

give different levels of satisfaction to each individual (Azlina, 2018). 

 

1.3.2 Work Commitment  

 

Based on the workload of the special branch which also operates 24 hours every day, 

in reality the membership of special branches throughout Malaysia is 5,454 people 

which is 491 senior officers and 4963 members of the total membership of RMP as 

many as 112,145 people (PDRM Traffic Information Site, 2018) . With the increase in 

the current workload, the number of these members is insufficient. This causes special 

branch personnel to be burdened with tiring overtime as a result of lack of rest. As 

working hours increase, the quality time of special branch personnel with family 
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members will also decrease and will lower their motivation in turn affecting the work 

commitment that will result (Ali, 2018) 

 

The ever-increasing workload with limited membership will indirectly increase the 

pressure on each of the special branch personnel to display excellent performance and 

full commitment to their daily tasks. In addition to workload which is an element of 

organizational factors, special branch personnel are also exposed to various other 

factors that contribute to the increase in work stress, namely demographic factors and 

work duration factors (Jaafar, 2010). 

 

Work stress can usually be well controlled when a member is positive about his work. 

This positive attitude arises through one’s experience of their career. This is supported 

by several previous studies, which found that the work experience of a police officer 

is very important in dealing with any problems that arise because the remedial action 

that needs to be taken is usually spontaneous. Decisions made must be quick and 

correct based on the situation at the time and this will indirectly help reduce the work 

stress faced (Noorhafeza & Ferlis, 2010; Nor Liyana & Mansor, 2010). Compared to 

inexperienced police officers, the tendency to make mistakes while on duty is very 

high because new officers are usually still in the process of adjusting to the ever-

challenging and unexpected task conditions. This situation will also increase the level 

of work stress faced. 

 

Based on these problems and issues that arise, it is found that there is often a pressure 

relationship with the commitment of special branch police personnel. In this regard, to 
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coincide with the purpose of this study is to identify the relationship between work 

stress and work commitment among special branch police personnel. 

 

1.4 Research Objective 

 

The objectives of this study are: 

i. To identify the level of work stress among special branch Royal Malaysia 

Police officers. 

ii. To identify the level of work commitment among special branch Royal 

Malaysia Police officers. 

iii. To identify the differences in the level of work stress based on work 

experience among special branch Royal Malaysia Police officers. 

iv. To identify the relationship between work stress factors and work 

commitment among special branch Royal Malaysia Police officers. 

 

1.5 Research Question 

 

Based on objectives below the research questions: 

i. What is the level of work stress among special branch Royal Malaysia 

Police officers? 

ii. What is the level of work commitment among special branch Royal 

Malaysia Police officers? 

iii. Is there a difference in the level of work stress based on work experience 

among special branch Royal Malaysia Police officers? 
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iv. Is there a relationship between work stress factors and work commitment 

among special branch Royal Malaysia Police officers? 

 

1.6 Research Hypothesis  

 

Based on the objectives and research questions two hypotheses have been 

developed as below: 

i. H1 There a difference in the level of work stress based on work experience 

among special branch Royal Malaysia Police officers. 

ii. H2 There a relationship between work stress factors and work commitment 

among special branch Royal Malaysia Police officers. 

 
 

1.7 Conceptual Research  

 

There are many theories and models that have been designed and identified in 

relation to work stress. Researchers have chosen the Theory of Biological Behaviour 

(Selye, 1995) as a guide in conducting this study. Figure 1.1 shows the conceptual 

framework that has been adapted as a basis in this study namely the work stress model 

Cooper and Marshall (1976). Based on Cooper and Marshall (1976), there are four 

factors that cause work stress among Police officers namely barriers to homework and 

work; organizational structure and climate; management role; career and achievement. 

The researcher placed work stress as a dependent variable and selected four factors as 

the dominant determinants in this study. 
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Independent Variable     Dependent Variable 

 

 

 

 

 

*Source: Cooper and Marshall (1976) 

Figure1.1 
Conceptual Framework 

 

The results of this study will determine the contribution of the four factors selected 

from Cooper and Marshall (1976) to work stress. Furthermore, the results of the study 

will also identify the most dominant work stress factors in triggering stress among 

Police officers, especially among special branch officers. Next, the results of this 

study, determine the relationship between the determinants of work stress and work 

commitment. 

 

1.8 Scope and Limitation of Study 

 

This study is limited to officers in special branches in Kuala Lumpur only. 

This is in line with the objective of the study which wants to identify the level of 

stress among special branch officers in Kuala Lumpur. A total of 201 officers will be 

taken as the population in evaluating and analysing the opinions of officers in this 

stress problem. The number of samples selected is based on the sample size 

determination table of Krejcie and Morgan (1970) where the total population of study 

Work Stress  

 

i. Workload 
ii. Organizational structure 

and climate 
iii. Management role 
iv. Career and achievement 

 

Work Commitment among 
Special Branch Royal Malaysia 

Police Officers  
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location selection officers is 420 people. As a result, it cannot be generalized to all 

police stations in Malaysia. The time given is limited; researchers have to carry out 

research activities and data analysis according to the set time. 

 

1.9 Significance of Study 

 

This study is important to the RMP especially to identify the main factors that 

contribute to stress problems among police officers. Based on (Shahrudin, 2009) by 

identifying the determinants of stress among police officers will help the RMP in 

making any improvements to the existing system. The RMP can also conduct training 

or programs in providing input as motivation and reassurance to police officers in 

handling this stress. 

 

Apart from the RMP, officers also have the opportunity to recognize the elements that 

should be emphasized in making the work environment free from this stress problem 

(Yusri, 2010). With this, the administrator of the organization can identify the needs 

of an officer in reducing the stress experienced. Thus the officer will also experience 

comfort in performing the duties carried out. Police officers also make the results of 

this study as a guide in giving priority to key factors in organizing measures as a curb 

for this stress. 

 

Furthermore, the problem of stress among police officers is a serious issue nowadays 

and it leads to loss of life and also affects the health of officers apart from affecting 

the quality of the control system Shah (2004). In line with that, the results of this 

study will be used as a guide to the Department as well as the Ministry of Home 
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Affairs as well as human resources to sketch or improve on this situation. These 

authorities can identify the factors that contribute to stress problems and improve this 

situation before it becomes serious again. 

 

Furthermore, the results of this study will also contribute a lot to the researcher by 

becoming a literature to conduct research in the title of the researcher as well as 

related to the field of police officers stress management. Overall, the findings of this 

study will be very helpful and contribute to various parties and also in the field of 

study in particular. 

 

1.10 Definition of Key Terms 

This study uses several terms such as work stress, workload; organizational 

structure and climate; management role; career and achievement. Here is the meaning 

of each term listed in this study. 

 

1.10.1 Work Stress 

Nurul (2013) defines work stress as the inability of the individual to respond 

to stimuli in the self and the work environment so as to give certain impacts to them. 

Yet in the context of this study, work stress means the pressure and coercion 

experienced by police officers in the situation in carrying out their duties due to 

several factors. 
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1.10.2 Workload 

Johari and Noornafizah (2012) state that when employees experience conflict 

in the workplace, this can affect their life at home. The opposite will also happen. 

Therefore, employees who experience problems at home such as family problems, life 

crises, financial problems, and death or relationship problems are more likely to not 

be able to perform their duties well in the office. 

 

1.10.3 Organizational Structure and Climate 

Based on Norashid and Hamzah (2014) organizational structure and climate 

may limit employee autonomy. Employees may feel they do not have much control 

over their duties. They may find their job very tedious and unchallenging and this can 

contribute to job dissatisfaction, heartache, low self-esteem and loss of identity. 

Employers can alleviate this problem by increasing employee involvement in decision 

making and encouraging work in a way grouped to overcome employee control. 

 

1.10.4 Management Role 

Kamaruzaman (2017) states that role in management is conceptualized as role 

ambiguity, role conflict, responsibility towards others, lack of sense of responsibility, 

lack of support from management, less involvement in the decision-making process 

and meeting rapid technological change. 

 

 

 



16 
 

1.10.5 Career and Achievement 

Norulkamar and Siti Aishah, (2015) stated that uncertain career development 

refers to less or no job promotion opportunities as well as lack of job security. 

 

1.10.6 Work Commitment 

Based on Hafizah (2018), work commitment is a responsibility borne by an 

officer and it is the foundation of the organizational culture. The commitment borne 

by an officer will also increase the excellence of an organization. In this aspect of the 

study, the commitment of officers is measured through the time and focus given to the 

number of cases resolved and self-motivation in carrying out the assigned tasks. 

 

1.11 Organization of the Thesis  

 

Chapter 1 

This chapter is the background to this thesis. This chapter will show the importance of 

ergonomics. Next from the problems of this study the researcher will formulate the 

research questions that need to be answered in this study. The objectives to be 

achieved in this study are also described and further what is the importance of the 

study Next this chapter will list the limitations of this study so that the reader can 

understand the limitations faced by the researcher. 
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Chapter 2 

This chapter is a review chapter of the work. Researchers show the importance of this 

study with secondary data that has been obtained from the studies of other authors. 

Past studies in addition to providing secondary data to support this study, researchers 

will also use these works as justification to conduct their study. Thesis models and 

key reference sources will also be mentioned in this chapter. 

 

Chapter 3 

This chapter discusses the research methodology. Every step taken by the researcher 

while conducting his study will be discussed in this chapter. This chapter will also 

explain what methods are used to study and why those methods are used compared to 

other methods and their relevance to the title of this study. 

 

Chapter 4 

This chapter lists the findings of the study based on the analysis conducted. 

 

Chapter 5 

The last chapter of this thesis is the conclusion chapter of the thesis and suggestions 

for future research will also be suggested in this chapter. 



 
 

CHAPTER TWO 

 

 

LITERATURE REVIEW 

 

 

2.1 Overview 

 

 This chapter discusses the writing materials and related research results on 

work stress among police officers as well as the contributing factors. The results of 

the discussion in this chapter will focus on theories related to work stress as well as 

past studies in and outside the country listed. 

 

2.2 Related Theory and Model 

 

Researchers have used Theory of Biological Behaviour (Hans Selye, 1995) 

and work stress model Cooper and Marshall (1976) as a guide in conducting this 

study. The use of theory and model is for the purpose of making guidelines in 

conducting research in line with the objectives and research questions developed. 

 

2.2.1 Theory of Biological Behaviour (Hans Selye, 1995) 

 

Hans Selye was the first to describe the stress response in the 1950s. 

Selye attributed the stress response to the activation of the pituitaries-anterior 

cortex-adrenal system which concluded that stressors affecting the neural 

circuits stimulate the release of adrenocorticotropic hormone (ACTH) 
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(adrenocorticotropic hormone) from the anterior pituitaries, so that ACTH in 

turn triggers corticoids so glucocorticoids produce many of the effects of the 

stress response. Stressors also activate the sympathetic nervous system, 

thereby increasing the amount of epinephrine and norepinephrine released 

from the adrenal medulla. The magnitude of the stress response does not just 

depend on the stressor and the individual. 

 

The main feature of Selye's theory is his opinion that both physical and 

psychological stressors induce stress responses in general same. Stress 

responses are complex and varied, the exact response depends on the stressor, 

when, the nature of the person experiencing stress, and how the person 

experiencing stress reacts to the stressor. According to Hans Selye (1995), 

stress occurs through stages: 

1. Stage 1: stress at this stage can actually make a person more 

energetic, sharper vision, increased energy, satisfaction and 

happiness; appear nervous but easy to overcome. 

2. Level 2: indicates fatigue, tense muscles, and digestive disorders. 

3. Stage 3: shows symptoms such as tense, difficult to sleep, the 

body feels lethargic and suffocated. 

4. Stages 4 and 5: at this stage a person will be unable to respond to 

the situation and concentration decreases and suffers from 

insomnia. 

5. Stage 6: symptoms that appear to increase heart rate, trembling so 

that it can also lead to fainting. Based on the above description 
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can be concluded the stages of stress are divided into 6 stages 

whose levels of symptoms vary at each stage. 

 

He added that the factors that interfere with the stability (stress) of the 

organism come from inside and outside. Factors that come from within the 

organism are: 

 

1. Biological Factors, biological stressors include genetic factors, 

life experiences, biological rhythms, sleep, food, body posture, 

fatigue, illness. 

2. Psychological Factors, psychological stressors include perceptual 

factors, feelings and emotions, situations, life experiences, life 

decisions, behaviour and escape. 

3. Environmental factors (outside the individual), these 

environmental stressors include physical, biotic and social 

environment. 

Based on the above description can be concluded the factors that can 

affect a person's stress seen from three perspectives namely psychodynamic 

point of view, biological point of view and cognitive and behavioural point of 

view, then there are additional factors in the form of obstacles experienced by 

individuals such as physical, social and personal. 
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2.2.2 Cooper and Marshall (1976) Work Stress Model 

 

Cooper and Marshall (1976) through the results of the analysis describe work 

stress as an individual experience in dealing with issues of tension, anxiety 

and psychological anxiety in the workplace. Meanwhile, Cooper and Marshall 

(1976) put six factors that are the main determinants in the existence of stress 

problems among employees. 

 

 

 

 

 

 

 

 

 

 

Figure 2.2  

Causes of Stress in the Workplace and the Effects of Cooper and Marshall 
(1976) 

 

Based on the analysis conducted by Cooper and Marshall (1976) can be 

summarized in Figure 2.2 and the results show that Cooper and Marshall put 

Factors 

i. Roles and organizations. 
ii. Interpersonal relationships in the workplace. 
iii. Organizational structure and climate. 
iv. Career development. 
v. Intrinsic work. 
vi. Causes of stress from outside the organization. 

Self Factor 

Hypertension, stress, excessive alcohol 
consumption, excessive smoking, high cholesterol, 

drug abuse, pale 

Coronary heart disease, psychomatic illness, 
health problems and other ailments. 
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six factors as determinants of stress experienced by employees namely role 

and organization, interpersonal relationships in the workplace, organizational 

structure and climate, career development, intrinsic work and sources of stress 

from outside the organization. In addition, Cooper and Marshall also list some 

of the causes of these stress problems, namely blood pressure problems, stress, 

excessive alcohol consumption, smoking habits, cholesterol problems, drug 

abuse and pallor. As a result of the existence of these health effects, Cooper 

and Marshall also stated that this problem can cause some coronary diseases, 

psychometric diseases, health problems and other diseases. 

 

As a result of these two theories and models of work stress, the researchers concluded 

that there are several important factors that underlie the existence of stress problems 

among police officers. Thus, this study identifies the level of work stress among 

special branch police officers as well as the factors that determine this stress problem. 

 

2.3 Relationship between Stress and Work Commitment 

 

Stress is an important phenomenon and is often associated with job 

performance, health and productivity levels of individuals or employees (Rohany & 

Fatimah, 2016). Stress can affect productivity as well as employee quality if not 

handled properly and effectively. Thus, work stress can have a negative impact on the 

health of employees and hence the well-being of the individual himself. For working 

individuals, most of life is filled with working time. Roles in the workplace are a 

priority for some working groups, while households or families are the second 
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priority. There is no denying the importance of employment for a person, not just 

economic factors but employment determines the social status of an individual. 

 

Meanwhile, Azizi and Noordin (2012) stated the problem of stress among police 

officers as a global problem that comes with various negative effects on self and 

organizational achievement. According to Azizi and Noordin (2012) police officers 

who experience work stress cannot give excellent work commitment and then it 

affects the achievement of the organization as a whole. Based on the analysis 

conducted, the workload factor and interpersonal relationships are the main factors in 

contributing to stress problems among police officers. 

 

Tajulashikin, Fazura and Burhan (2013) stated that the duties of police officers have 

increased according to the current situation and police officers are no longer bound in 

carrying out tasks in the office but have to be responsible in performing management 

tasks in the office. In line with the increase in workload borne by police officers 

becomes stressful and it directly has a negative impact on work commitment. 

 

Norashid and Hamzah (2014) workload among police officers is a hotly debated issue 

and although various measures have been suggested but this problem has not found a 

solution. The problem of the workload of police officers is due to the clerical work 

that police officers have to do. Directly, this additional task becomes a burden and 

then tiring as well as reducing rest time (Fazura, 2011). This has made police officers 

work under high pressure and it has a negative impact on work commitment. 
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Noormala (2014) states that police officers stress level has a strong relationship with 

job satisfaction and commitment. Based on the analysis, this stress problem weakens 

the mentality of a police officer in showing high commitment and then affects the 

quality of performance in the workplace. Among the management tasks that are 

burdensome and mentally and physically debilitating are police officers visiting the 

scene, investigating, preparing reports, attending court, finding witnesses and 

confronting superior officers. 

 

Commitment in the organization is very important to achieve the goals of the 

organization. Commitment is also a relationship between employees and an 

organization. All organizations need employees who have the ability, competence, 

perseverance, and loyalty to their organization. For that, the top of the organization 

must provide basic needs to employees so as not to interfere with their commitment. 

This is because, employees who have a high commitment will be easier to contribute 

to the organization compared to employees who have problems with the organization 

(Ishak, 2011). 

 

Having a commitment to the organization can have an impact such as the lack of 

truancy and can increase productivity and job satisfaction. Each organization has its 

own goals to achieve. For example, civil servants such as policemen, fire-fighters and 

rescuers, soldiers, prison officers and other civil servants have organizational goals 

that need to be met. Thus, each organization will strive to produce employees who 

have a high attitude of responsibility and have a high commitment in carrying out the 

tasks entrusted to them to achieve the goals of the organization (Kamarudin, 2013). 
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In order to achieve the goals set by the organization, employees will inevitably face 

work stress. The stress is subjective i.e. with the same degree of difficulty or stress 

can leave different effects on different individuals. It all depends on your resilience 

and how you deal with it. According to Stranks (2015), stress is a condition 

experienced when stress exists beyond an individual’s acceptance capacity. The 

presence of stress can cause disruption and cause a person to not be able to do his job 

well. Humans who face stress are said to be unique because stress is an external 

stimulus that can produce different observations between individuals. When two 

individuals have different observations and receptions when faced with stress, they 

will produce different responses depending on their respective perceptions (Kamsah, 

2017). 

 

2.4 Related Previous Study  

 

The Royal Malaysian Police (RMP) is the foremost law enforcement 

organization in Malaysia. PDRM which has reached the age of 206 years on 25 March 

2013 is now under the auspices of the Ministry of Home Affairs. The history of the 

country's police is said to have faced ups and downs and was filled with struggles and 

sacrifices. Until its official launch on 25 March 1807, the Charter of Justice was 

introduced in the Prince of Wales (Penang) to make law enforcement clearer and 

more effective (Sainayune, 2007). Following the historic event, a police force was 

formed and continues to grow to this day. 
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The RMP has played a very important role in the formation of a peaceful and 

prosperous Malaysia. Regardless of society's perception of the RMP, as an 

organization that upholds the rule of law, the RMP will remain and always play its 

role to ensure the peace and well-being of the country is preserved. Every RMP 

member, whether an officer or a member, is always obedient and compliant in 

performing his duties and responsibilities in accordance with the law, especially as 

stipulated in Section 3 (3) of the Police Act 1967. The role of PDRM under Section 3 

(3) of the Police Act 1967 is maintaining law and order, maintaining Federal peace 

and security, preventing and detecting crime, arresting and prosecuting offenders, and 

collecting security intelligence (Law 2005). 

 

The challenges facing RMP today are seen as increasingly complex. The RMP not 

only needs to be smart in dealing with increasingly sophisticated and efficient 

criminal threats, but also needs to deal with the problem of public order. Apart from 

that, the more important and critical task today is to correct the perception of the 

Malaysian community towards the RMP which is becoming increasingly negative. 

The current RMP has sought to place more emphasis on further improving the quality 

of community-oriented services in order to improve this negative perception as well 

as remain in the key role to ensure security and public order is guaranteed (Hisan & 

Khoo, 2011). 

 

Hardy (2014) studied the relationship between work stress factors and job 

performance among Traffic Branch personnel in Iskandar Malaysia, Johor. In this 

study, the respondents consisted of 246 officers and policemen working at the Traffic 

Branch in Iskandar Malaysia Region who were selected as the study sample. Analysis 
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uses one-way ANOVA in looking at the influence of demographic factors on work 

stress. Spearman correlation is used to see the relationship between work stress 

factors with job performance and various regressions is used to study the most 

influential work stress factors on job performance. The results of the study of the 

relationship between the two variables found that there is a positive relationship 

between each stress factor and work performance that the most dominant factor is the 

organizational support factor in influencing work performance among Traffic Branch 

officers in Iskandar Malaysia, Johor. 

 

The study of Ardiansyah, Salim, & Susihono (2013) aims to measure sound strength, 

blood pressure and work stress as well as explain the relationship of sound strength to 

blood pressure and work stress. In addition, this study also attempts to prove the 

influence of work stress on blood pressure. The respondents of this study were 23 

people who worked on the first shift. The method used to measure sound strength is 

through the same sound, while to measure blood pressure using a digital blood 

pressure device. To measure the level of work stress using the DASS 42 

questionnaire, as well as to identify whether there is influence or not between the 

variables is by using chi-square test. The results of the study found that there is a 

relationship between sound strength to blood pressure and work stress level, as well as 

there is a relationship between work stress level and blood pressure. 

 

Adey and.Bahari (2010). The study conducted by aims to examine the relationship 

between emotional intelligence, job satisfaction and organizational commitment 

among employees in the Sabah State Cloud Department (JPANS). In addition, this 

study is to identify the relationship between age and organizational commitment. The 
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respondents in this study were 67 JPANS employees. There are three instruments that 

have been used in this study, namely Emotional Competency Inventory (ECI), Job 

Survey Satisfaction (JSS) and Organizational Commitment Questionnaire (OCQ). The 

results of the study show that emotional intelligence is positively and significantly 

related to organizational commitment. The study also found that job satisfaction was 

positively and significantly related to organizational commitment. However, the 

results of the study showed that age was negatively related and not significant with 

organizational commitment. 

 

Affendi (2014) has conducted a study to determine the effect of job satisfaction of 

Vocational College teachers on their commitment to the organization. The total 

number of respondents used in this study was 308 teachers from Batu Pahat 

Vocational College, Muar Vocational College & Johor Baharu Vocational College 

(ETT) Azizah, Johor Bahru, Johor to obtain information. The findings of the study 

indicate that there is a significant relationship between job satisfaction and job 

commitment. 

 

The tendency to study stress or stress has been in focus for the past few decades. In 

the face of stress, human responses have consistently followed a pattern of reactions 

known as General Adaptation Syndrome (GAS) (Selye 1978). In terms of stress 

angles faced, researchers have focused on two main types of stress namely 

occupational stress (Beehr & Newman 1978; Kaufmann & Beehr 1989; McGrath 

1976;). 
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According, to Wahyuni (2009). This study aims to analyse the influence of 

organizations on job performance in the financial sector in organizational 

commitment and Work stress as intervening variables. This study is an empirical 

study using simple random sampling in sampling. Sample study of employees in the 

financial division of SOEs in West Sumatra Province with 109 respondents. The 

results in this study indicate that organizational communication has a strong level of 

influence on employment. Organizational communication has a negative impact on 

Work stress. Work stress has no effect on work. Organizational communication also 

has no relationship to organizational commitment and organizational commitment has 

no effect on work. This study does not show organizational commitment and Work 

stress as intervening variables on the influence of organizational communication on 

work. 

 

Aris et. al (2012), in his study looking at Stress in the Public Service: Its Impact on 

the Performance and Well-being of Public Officers. A total of 2807 respondents from 

various ministries and departments were selected. The results of the study show that 

the level of stress of civil servants is at a moderate level. While intrinsic factors and 

climate structure in the organization are the main causes of stress. The findings of the 

study also show that the spiritual form of action is most commonly used by 

respondents when faced with work stress followed by recreational force. 

 

In a study conducted by Narimah (2003) to see the relationship between work stress 

and job satisfaction and its impact on action strategy among nurses in government and 

private hospitals. This study also aims to look at the differences in work stress 

according to marital status, education level, age and duration of work. A total of 160 



30 
 

nurses from government and private hospitals were selected as subjects. The research 

tool used is Occupational Stress Indicator (OSI). Data were analysed using Pearson 

Correlation, T-Test and One-way ANOVA methods. The results of the study showed 

that there was no negative relationship between stress and job satisfaction. However, 

there is a positive relationship between stress and coping strategies. The study also 

found that there was no difference in work stress according to marital status, academic 

status and working period among nurses. Yet there are differences in terms of age. 

 

From a psychological point of view, a person who experiences stress will be in a state 

of anxiety, low concentration, confusion and irritability. Physiologically, individuals 

will experience muscle tension, headache, back pain, insomnia, heart attack and high 

blood pressure. Stress is also believed to be a major cause of coronary heart disease, 

cancer, lung problems, accidents and suicide (Asmawati & Siva, 2012). 

 

Through a study by Awang, Dollard and Wine Field, (2010) found that the majority of 

respondents surveyed (77%) agreed that stress in employment has increased recently. 

According to Helvinder (2003) in the World Health Organization (WHO) report there 

are about 100 million people in the world depressed at one time. In a report released 

by the United Nations, office pressure is labelled a 20th-century ‘disease’ and the 

World Health Organization (WHO) also reports that stress is the World Epidemic. 

 

Job satisfaction studies among RMP have been conducted by local researchers 

including Aida which was conducted in 2008. He found that members who served 

more than 10 years showed a higher level of job satisfaction compared to members 

who served less than 10 years. A study by Yusnida (2017) is to identify the 
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relationship between the level of job satisfaction based on motivational and 

motivating factors with the level of emotional intelligence for intrapersonal and 

interpersonal constructs among RMP members. The findings show that there is a 

significant relationship between the level of job satisfaction and the level of emotional 

intelligence. 

 

Moreover, the study conducted by Venugopal (2011) is to identify the influence of 

leadership style on job satisfaction RMP members. The findings of the study indicate 

that leadership style and competence have a significant relationship with job 

satisfaction. RMP is the main enforcement body of the country; therefore all police 

personnel must be in a state of emotional and physical well-being to produce a job 

satisfaction that leads to the smooth running of daily assignments (Sazif, 2011; 

Venugopal, 2011). Personality factors also affect individual job satisfaction because 

different personality traits will give different levels of satisfaction to each individual 

(Azlina, 2008). Various models and theories have been developed to study the 

relationship between personality and job satisfaction (Mihalcea, 2014). Moreover, the 

results of studies by Jones, Hill and Henn (2015) have shown that personality can 

predict job satisfaction. 

 

A discussion of the findings of previous studies shows the importance of the 

implementation of this study. The level of pressure among police officers is 

increasing to the point of taking lives. So, this study identifies the level of stress 

experienced among police officers in a special branch in RMP. Next, identify the 

relationship between the level of work stress and the commitment shown by police 

officers. 
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2.5 Summary  

 

The results of the discussion in Chapter 2 discuss the essence of the work of police 

officers. Next, the factors that determine the stress of officers based on models and 

theories have also been discussed. The results of the discussion showed the problem 

of police officers stress and the factors that contribute to stress in police positions. In 

the next Chapter, the research methodology is discussed by researching the study 

design, sampling method and so on. 



 
 

CHAPTER THREE 

 

 

RESEARCH METHODOLOGY 

 

 

3.1 Overview 

 

 This study conducted with quantitative which  implemented by survey, which 

is to explore the level of stress of police officers and the factors that contribute to 

police officers stress. Questionnaire methods were selected to collect data from 

respondents. The selection of respondents is based on a simple random sample so that 

each officer has the same opportunity to be involved in the study. This chapter will 

discuss the study design, study site, study population and sample, pilot study, data 

collection methods and data analysis. 

 

3.2 Research Design 

 

 Study design is an important component in ensuring that a study is conducted 

properly. Quantitative research measures phenomena and uses mathematics as well as 

statistical methods to create meaningful representation concepts. In line with that, the 

study design to be used is a quantitative design of the survey type. The advantage of 

quantitative design of survey is to cover the shortcomings in other research methods. 

The method or design of a perfect study is determined based on the objectives and 

scope of the study. This method is determined based on the objectives and research 

questions developed at the beginning of the study as stated in chapter 1. 
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Quantitative research through survey studies using questionnaires to see the level of 

work pressure among police officers. Survey studies are used to obtain information 

from many respondents that are hundreds or thousands of respondents (Marican, 

2006). This is clearly stated by Azmi and Nurzatulshima (2017) argue that those who 

state the benefits of using the questionnaire involve a large number of respondents, 

more extensive and comprehensive. They added that research methods that use 

questionnaires as instruments are logical, scientific and specific approaches as well as 

quantitative measurements that are easy to obtain. 

 

According to Zikre and Leong (2016), there are several reasons why questionnaires 

are the choice of many researchers. According to them, by using a questionnaire, the 

researcher can review the aspects studied extensively by involving the number of 

samples on a large scale. In addition, the use of questionnaires also gives flexibility to 

the study sample in answering and is not tied to time such as interviews that are only 

given a few hours to give a response. Among the purpose of using the questionnaire in 

this study is to ensure a comprehensive study finding involving a large group of 

samples. Thus, the use of this questionnaire allows more respondents to be involved 

in this study. 

 

Quantitative methods allow researchers to make generalizations or inferences about 

population parameters based on sample statistics. The design of this study focuses on 

the type of survey research. Survey strategies are more appropriate when research 

aims to obtain as much information as possible about a population. The survey 

strategy is appropriate for this study which allows getting as much information as 

possible about the population. The types of statistics used for this study are 
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descriptive and inferential. The rationale for selecting the design of this study is to 

facilitate the data collection phase which involves a wide scope and make all police 

officers special branch of Kuala Lumpur. 

 

3.3 Sampling Size 

 

According to Aripin, Mustafa and Hussein (2011) every individual or object in a 

population may vary in many ways, but it must have at least one characteristic. 

Whereas sampling is partial intake of a population as a representative of the 

population. In line with that, the researcher has set up special branch officers in Kuala 

Lumpur, in total population of 420 people. In line with this, the researcher determines 

201 officers as respondents or sample study based on Krejcie and Morgan (1970) 

Table. 

 

 3.4 Data Collection Methods 

 

To ensure that the data collection phase is carried out smoothly, the data collection 

model suggested by Majid (2011) has been used. As in Figure 3.1 the data collection 

phase begins by seeking permission from various parties to collect data. The 

researcher has prepared several documents related to the implementation of this study 

such as the application form for permission to conduct the study and the questionnaire 

for the purpose of ensuring the smooth implementation of this study. As the first 

phase, the researcher makes plans by holding discussions with the University 

supervisor to ensure obtaining permission to continue the study. 
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Figure 3.1 

Data Collection Procedures 

 

3.5 Questionnaire Development 

 

 This study uses a questionnaire instrument with the aim of identifying the 

level of stress and work commitment and its relationship with each other. The 

research instrument used is in the form of Occupational Stress Indicator (OSI) 

questionnaire developed by Cooper et. al (1988) modified by Haryati Kamarudin 

(2013) in his study (Work Pressure Factors among Staff Mains Holdings Sdn. Bhd). 

The instrument of this study is used to measure work stress and the causes of stress in 

work as well as factors related to work stress. This questionnaire contains 6 scales but 

for this study the researcher only chose 1 scale which is the scale of the causes of 

stress and work commitment. To make it easier for respondents to answer the 

questions in this section, the researchers have set to use Likert Scale where 

respondents only need to select the answers they think are appropriate. 

Planning 

Request Permission 

Briefing 

Distributing Instrument 

Collecting Instrument 
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1. Strongly disagree 

2. Disagree 

3. Slightly Agree 

4. Agree 

5. Strongly agree 

The instrument that will be used for this study is divided into three parts, namely parts 

A, B and C as follows: 

 

Part A: Demographic Information 

This section contains characteristics related to the police officers background such as 

gender, age, highest academic qualifications and length of service. Respondents were 

asked to give the most accurate answer about themselves by marking (√) on the 

choice of answers given. Respondents are required to provide an answer to all 

questions in this section A. 

 

Part B: Stress Level 

The researcher has listed four main components or dimensions below to measure the 

level of work stress of the officer. 
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Table 3.1 
Stress Level 

 

No.  Dimension No Item 

Dimension  1 Workload 12 items 

Dimension 2 Organizational structure and climate 11 items 

Dimension 3 Management role 11 items 

Dimension 4 Career and achievement 9 items 

 43 items 

 

 

Part C: Work Commitment 

 Next, the researcher placed items that tested the level of officer commitment 

to the work. For that, the researcher has listed a total of 10 question items. This will 

also be used in identifying the relationship between stress determinants among 

officers and their commitment. 

 

In conclusion, the study respondents should answer the 53 items of questions 

contained in this study instrument. Researchers have also placed a five-Likert scale in 

facilitating respondents in answering the questions listed. 

 

3.6 Data Analysis Method 

 

 The collected data is processed using the ‘Statistical Package for the Social 

Science” (SPSS) version 22.0 to record the collected data. Based on the objectives 

and questions of the study the main purpose of this study is to review the level of 



39 
 

work stress and work commitment. A total of four dimensions have been listed under 

the work pressure variable. In line with the first and second research questions that 

assess the level of stress and commitment work descriptive analysis was conducted. 

Inferential analysis of one-way ANOVA was conducted to identify differences in 

stress levels among police officers based on length of service. Meanwhile, correlation 

analysis was conducted to identify the relationship between work stress and work 

commitment. 

  

3.6.1 Pilot Testing 

 The pilot study is important because the data collected will warn the 

researcher that the actual study to be conducted is likely to be problematic, the 

outline of the research proposal is less robust or the research instrument used 

is less appropriate (Gay, 2005). According to Hartini (2010) a pilot study can 

help researchers to decide whether the study is feasible and beneficial to 

continue. Therefore, based on the pilot study, the researcher can make 

modifications of the question structure or items that are less clear. 

Modification of the questionnaire items is based on expert views during the 

validity process and the Cronbach Alpha value obtained after the reliability 

value is obtained. 

 

Therefore, the researcher will distribute the questionnaire to 30 respondents 

who have the same characteristics as the actual population of the study in 

conducting the pilot study. Through the pilot study, the researcher is able to 

manage the actual study smoothly and effectively after the level of instrument 
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trust is determined. Reliability indicates the extent to which a questionnaire 

form is unbiased i.e. error-free and therefore ensures consistent measurement 

across time and across various items in the instrument. Cronbach alpha is an 

efficient reliability that shows how items in a set positively relate to each 

other. It is calculated based on the average of the correlations between the 

items that measure the concept. 

 

3.6.2Reliability Analysis 

 

To determine the reliability value of the questionnaire, the researcher will 

obtain the Cronbach Alpha value to see the level of internal consistency of the 

study instrument. According to Gay (2002) the reliability value of the 

instrument item to be obtained while conducting the pilot study is not less than 

0.67. Thus, the researcher selected the police officers who were not involved 

in this study as a sample of pilot study. For that, the researcher selected 30 

respondents as a pilot study sample. The data obtained will be included in the 

SPSS software for the process of testing the consistency of the study 

instrument taking into account the cronbach's alpha value. Below the result 

from pilot study: 
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Table 3.2 
Reliability Analysis Result 

 

No.  Dimension No Item Alpha Cronbach 

Dimension  1 Workload 12 items 0.985 

Dimension 2 Organizational 
structure and climate 

11 items 0.866 

Dimension 3 Management role 11 items 0.785 

Dimension 4 Career and 
achievement 

9 items 0.898 

 43 items 0.884 

 

3.6.3 Inferential Statistics 

For the purpose of answering the third and fourth research questions 

inference analysis was conducted. One-way ANOVA analysis was used to 

analyze the significant level differences between the variables involved in this 

study (study question 3). For the fourth research question, Pearson Correlation 

is used to find the relationship between the dependent and independent 

variables that is Table 3.2 shows the summary of the data analysis measures 

that will be collected through this study. 

Table 3.3: 

Research Matrix 

 

Research Objective Research Hypotheses Analyses 

1. Identify the level of work 

stress among special branch 

Royal Malaysia Police 

officers. 

- Descriptive 

Analysis 

- Min 

- SD 
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2. Identify the level of work 

commitment among special 

branch Royal Malaysia Police 

officers. 

- Descriptive 

Analysis 

- Min 

- SD 

3. Identify the differences in the 

level of work stress based on 

work experience among 

special branch Royal Malaysia 

Police officers. 

i. H1 There a difference in 

the level of work stress 

based on work 

experience among 

special branch Royal 

Malaysia Police officers. 

Inference 

Analysis 

- One way 

ANOVA 

 

4. Identify the relationship 

between work stress factors 

and work commitment among 

special branch Royal Malaysia 

Police officers. 

 

ii. H2 There a relationship 

between work stress 

factors and work 

commitment among 

special branch Royal 

Malaysia Police officers. 

Inference 

Analysis 

- Pearson 

Correlation 

 

 

3.7 Summary 

 

Overall, this study aims to identify the level of work stress among special branch 

officers. In line with that, quantitative methods have been chosen in conducting this 

study by distributing questionnaires as data collection tools. Next, a total of 201 

respondents were determined as the study sample. This third chapter has discussed the 

methodology that will be used to conduct this study. The validity of the instrument 

was validated by two expert panels. The researcher made this study by adhering to the 

procedures that have been described smoothly and systematically through a 

descriptive survey method using Statistical Package for Social Sciences (SPSS) 

version 22.0. 



 
 

CHAPTER 4 

 

 

ANALYSIS AND FINDING 

 

 

4.1 Overview 

 

 This study aims to identify the level of work stress among special branch 

officers. Furthermore, the results of this study will also identify the relationship 

between work stress factors and work commitment among special branch Royal 

Malaysia Police officers. Accordingly, this chapter describes the analysis and findings 

of the study using descriptive and inferential statistics. A total of two hypothesis study 

has been tested in the results of this study. Correlation Analysis was conducted to 

identify the relationship level between independent variables and dependent variables. 

 

 

4.2 Respondent Profile 

The purpose of this study was to identify the level of work stress among 

special branch officers at RMP. Accordingly, 201 officers participated as respondents 

in this study. The following Table 4.1 shows the basic information of the respondents 

involved in the study. Based on the findings, a total of 201 officers participated as 

samples in this study. In 201 respondents, 151 (75.2%) of the officers were among the 

male respondents and 50 (24.8%) respondents were female officers.  
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Figure 4.1:  
Respondent Gender Information 
 

 

The results showed that 127 (63.4%) respondents were among officers aged less than 

24 to 33 years, while 37 (18.3%) were among officers aged from 34 to 43 years old. 

Meanwhile, respondents aged between 44 and 53 showed a total of 25 (12.4%) 

officers. Finally, 12 (5.9%) of respondents were among 54 to 60-year-old officers. 

With the results of this study, it is proven that the respondents are among the 24 to 33 

majority of officers. 

 

Furthermore, the results of the study also examine the highest academic qualifications 

held by the survey respondents. Based on the findings, 167 respondents or 83.2% 

were officers with a bachelor's degree. Meanwhile, 26 respondents or equivalent to 

12.7% are officers with a master's degree in education. This figure is followed by 

Gender, Male, 
151, 75% 

Gender, 
Female, 50, 

25% 

Gender 

Male
Female
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officers who have a diploma as their highest academic level of eight officers equal to 

4.1%. 

 

Lastly, the duration of the officer’s service was also analysed, and the results placed a 

total of 131 people (65.2%) were officers with less four years of service. Followed by 

42 officers (20.9%) were among officers with five to ten years of working experience. 

In the meantime, officers with 15 to 19 years of service experience are nine (4.5%). 

The outcome of this study is to determine the experience of officers for below four 

years is high in this study. 

 

Table 4.1:  

Demographic Information  

 

Category  Total (n) Percentage (%) 

Gender Male 151 75.2 

Female 50 24.8 

Age 24 to 33-year-old 127 63.4 

34 to 43-year-old 37 18.3 

44 to 53-year-old 25 12.4 

54 to 60-year-old 12 5.9 

Academic Diploma in Education 8 4.1 
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Qualification Degree 167 83.2 

Masters 26 12.7 

Working 

Experience  

0 to 4 years 131 65.2 

5 to 10 years 42 20.9 

11 to 14 years 22 10.9 

15 to 19 years 6 2.9 

 
Total  201 100 

 

 

4.3 Level of Work Stress 

 

To answer the first question of the study, statistical analysis of descriptive 

analysis was carried out. The purpose of this descriptive analysis is to look at the level 

of work related stress among special branch officers in Bukit Aman. Total of 43 items 

were listed to identify the level of work stress. The table below shows the level of 

work stress among special branch officers at high level with a mean value of 4.64 and 

standard deviation of 0.439. In detail, 13 items record a high mean value of 4.80 with 

a standard deviation of 0.401. On the other hand, three items recorded a low mean of 

4.24 with a standard deviation of 0.425. However, overall the level of work stress 

among special branch officers is at a high level. 
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Table 4.2:  

Level of Work Stress 

 

Work Stress Item 

N Mean 

Standard 

Deviation 

Level 

1. Not having enough work to do. 201 4.63 0.482 High 

2. Taking my work home. 201 4.75 0.434 High 

3. Not being able to wire off at home. 201 4.80 0.401 High 

4. My spouse’s attitude towards my job 

and career. 

201 4.39 0.488 High 

5. My task demands change my 

relationship with my spouse/children. 

201 4.80 0.401 High 

6. Absence of emotional support from 

others outside work. 

201 4.63 0.482 High 

7. Changes in the way you are asked to 

do your job. 

201 4.75 0.434 High 

8. Work demands change my 

private/social life. 

201 4.80 0.401 High 

9. Lack of practical support from others 

outside work. 

201 4.63 0.482 High 

10. Life with a partner who is also 

pursuing a career. 

201 4.75 0.434 High 

11. Absence of stability or dependability 

in home life. 

201 4.27 0.445 High 

12. Pursuing a career at the expense of 

home life. 

201 4.24 0.425 High 

13. Inadequate guidance and back up from 

superiors. 

201 4.75 0.434 High 

14. Lack of consultation and 

communication. 

201 4.27 0.445 High 

15. Inadequate or poor quality of training 

and management development. 

201 4.24 0.425 High 

16. Covert discrimination and favoritisms. 201 4.52 0.500 High 
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17. Mundane administrative tasks or 

‘paper work’. 

201 4.80 0.401 High 

18. Staff shortages and unsettling turnover 

rates. 

201 4.63 0.482 High 

19. Inadequate feedback about my own 

performance. 

201 4.75 0.434 High 

20. Insufficient finance or resources to 

work with. 

201 4.80 0.401 High 

21. Sharing of work and responsibility 

evenly. 

201 4.63 0.482 High 

22. Morale and organizational climate. 201 4.75 0.434 High 

23. Characteristics of the organisation 

structure and design. 

201 4.80 0.401 High 

24. Lack of power and influence. 201 4.80 0.401 High 

25. Personal beliefs conflicting with those 

of the organization. 

201 4.80 0.401 High 

26. Ambiguity of the nature of job role. 201 4.75 0.434 High 

27. Conflicting jobs task and demands in 

the role I play. 

201 4.80 0.401 High 

28. Inability to delegate task. 201 4.63 0.482 High 

29. Having to take risks. 201 4.75 0.434 High 

30. Simply being seen as a ‘boss’. 201 4.52 0.500 High 

31. Simply being ‘visible’ or ‘available’. 201 4.27 0.445 High 

32. Dealing with ambiguous or ‘delicate’ 

situations. 

201 4.24 0.425 High 

33. Having to adopt negative role (such as 

sacking someone). 

201 4.39 0.488 High 

34. Implications of mistakes you make. 201 4.80 0.401 High 

35. Promotion after beyond my ability. 201 4.63 0.482 High 

36. Under promotion at a level below my 

level of ability. 

201 4.75 0.434 High 

37. Threat of impending redundancy or 

early retirement. 

201 4.80 0.401 High 
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38. Being undervalued. 201 4.80 0.401 High 

39. Changing jobs to progress with career. 201 4.80 0.401 High 

40. Absence of any potential career 

advancement 

201 4.63 0.482 High 

41. Unclear promotion prospects. 201 4.75 0.434 High 

42. Attaining your own personal levels of 

performance. 

201 4.80 0.401 High 

43. Opportunities for personal 

development. 

201 4.63 0.482 High 

Total 201 4.64 0.439 High 

 

 

4.4 Level of Work Commitment  

 

Furthermore, descriptive analysis has been conducted to identify the level of 

work commitment among special branch officers. This study involving 201 

respondents was distributed questionnaire papers and collected data and analysed 

using the SPSS version 22.0 software. To answer the second question of the study, 

statistical analysis of descriptive analysis was carried out. The result shows that the 

work commitment of is at a high level with a mean value of 4.55 and standard 

deviation of 0.335. In detail, the seventh item and eight items which stated no 

negligence in carrying out the task and often feel active while working recorded high 

mean value which is 4.80 and standard deviation 0.401. In the other hand, tenth item 

which stated good relationship with employers and colleagues recorded moderate 

mean value where 3.46 with standard deviation 0.383. Overall, the level of work 

commitment in the special branch police officers was at a high level.  
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Table 4.3:  

Level of Work Commitment 

 

Work Commitment 
N Mean 

Standard 

Deviation  

Level 

1. I do not have prolonged negative 
thoughts and feelings of depression as 
a result of related problems. 

201 4.43 0.426 Moderate 

2. I have no problem making decisions. 201 4.68 0.115 High 

3. I feel the efficiency in the job is 
increasing compared to before. 

201 4.64 0.243 High 

4. The quality of my work remains good. 201 4.75 0.213 High 

5. I do not feel very tired spiritually, 
emotionally and physically after work. 

201 4.69 0.233 High 

6. I focus while performing a task. 201 4.75 0.434 High 

7. I think there is no negligence in 
carrying out the task. 

201 4.80 0.401 High 

8. I often feel active while working. 201 4.80 0.401 High 

9. I think that is sensitive to the feelings 
of others in the workplace 

201 4.52 0.500 High 

10. I think that good relationships with 
employers and colleagues. 

201 3.46 0.383 Moderate 

Total 201 4.55 0.335 High 
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4.5 Inferential Analysis  

Researchers have listed a total of two hypotheses to identify differences in stress 

levels among officers based on the duration of work experience and identify the 

relationship between stress levels and work commitment. For that purpose one -way 

Anova test and correlation were conducted. The following are the findings of the 

study based on the research hypothesis: 

 

i. H1 There a difference in the level of work stress based on work 

experience among special branch Royal Malaysia Police officers. 

A one -way ANOVA test was conducted to answer this hypothesis. The results show 

that the mean value for service period for 0 to 4 years is 4.36 (Standard Deviation = 

0.304), 5 to 10 years is 4.68 (Standard Deviation = 0.198), 11 to 14 years is 4.43 

(standard deviation = 0.169) and for experienced officers for 15 to 19 years was 4.45 

(standard deviation = 0.143) and the p value (sig) was 0.000. Therefore, the value of p 

<0.05 indicates an accepted hypothesis which can conclude that there is a significant 

mean difference in the level of work stress based on work experience.  

 

Table 4.4 

 
Stress Level based on Working Experience 

 

Working Exeperience N Mean SD F Value Sig (p) 

0 to 4 years 131 4.36 0.304 27.38 0.000 

5 to 10 years 42 4.68 0.198   

11 to 14 years 22 4.43 0.169   

15 to 19 years 6 4.45 0.143   
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ii. H2 There a relationship between work stress factors and work 

commitment among special branch Royal Malaysia Police officers. 

 

The hypothesis of this second study was designed for the purpose of answering the 

objective of the study which is to identify the relationship between work stress factors 

and commitment. Correlation analysis was conducted in the results showed that the 

correlation value was 0.884 and this indicates that there is a relationship between the 

two variables of this study. Next, the p value showed 0.000 <0.05 then the study 

hypothesis was successfully accepted and it was concluded that there is a relationship 

between work stress factors and commitment among special branch police officers in 

Bukit Aman. 

 

Table 4.5 
 
Correlation between Work Stress and Commitment  
 

Variables  
Commitment Work Stress 

Commitment Pearson Correlation 1 0.884** 

Sig. (2-tailed)  0.000 

N 201 201 

Work Stress Pearson Correlation 0.884** 1 

Sig. (2-tailed) 0.000  

N 201 201 
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4.6 Summary 

This study aims to identify the level of work stress among special branch 

officers in Bukit Aman. The results of this study also answer the questions of study 

which require the level of work commitment. Accordingly, this study sets out 201 

officers as a study and all samples were distributed with a questionnaire paper given 

the appropriate timeframe to answer every question listed. To answer every question, 

descriptive and inference analysis has been conducted and the result shows that the 

level of work stress and work commitment is at a high level. Besides, one -way 

ANOVA tests showed there were differences in stress levels among special branch 

police officers based on working experience. Meanwhile, the correlation analysis 

showed that there was a relationship between the level of work stress and the 

commitment of police officers in special branches in Bukit Aman. Next, in Chapter 5 

discusses the findings of this study and suggests some implications and 

recommendations for further study. 

 



 
 

CHAPTER 5 

 

 

DISCUSSION AND CONCLUSION 

 

 

5.1 Overview 

 

The purpose of this study is to examine the level of work stress and work 

commitment among special branch police officers in Bukit Aman. Accordingly, a 

total of 201 special branch officers participated in the study. This chapter discusses 

the findings of the study based on the four questions raised in the early phase of the 

study. Furthermore, the impact from the implementation of this study was also 

reported on work stress and commitment of officers. Finally, suggestions for further 

research are presented. 

 

5.2 Discussion on Finding 

 

Based on the analysis conducted, it was found that the level of work stress 

among special branch police officers is at a high level. Based on Ghazali, Azlina Khir 

and Ismail (2019) the level of burnout among police officers is an important problem 

or issue should be given priority and there are several main causes that determine the 

increase in stress levels among police officers. Ghazali, Khir and Ismail (2019) stated 

that the organizational environment factors that are the main determinants for the 

increase in the level of stress among police officers. 
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According to Hammad, Awan, Akhtar, and Imdadullah, (2013) stress can affect 

anyone in the workplace, regardless of the size of the organization or the position 

held, and is something that affects the majority of civil servants and it caused an 

epidemic of stress carried over to officers working in the same department. The 

results of the study also provide data that the level of burnout among police officers in 

Malaysia is at a high level. 

 

Similar results were obtained in the study of Kamarudin (2013) which showed a high 

level of burnout among civil servants. The mean value of the overall burnout level 

showed 3.27 but the researcher placed the workload factor (mean = 3.49) and 

environmental factors (mean = 3.29) as factors contributing to the high level of work 

stress. Meanwhile, the results of Yahya's study (2019) stated that the level of burnout 

among civil servants working in government premises showed a moderate level with a 

mean value of 2.56 and the researcher put time and resource constraints (mean = 2.66) 

and workload (mean = 2.58) as a contributing factor to high stress levels. 

 

The study of Raop and Bakri (2019) stated the level of burnout among civil servants 

due to bullying factors in the workplace which defines bullying in the workplace as, 

inappropriate behaviour repeated, directly or indirectly whether verbal, physical or 

otherwise, carried out by one or more people against another or others, at work and / 

or in the course of employment which could reasonably be considered to affect an 

individual’s right to dignity in the workplace. In the context of RMP, occurs between 

new officers and experienced officers where new officers are given with various tasks 

that should be divided equally (Raop & Bakri, 2019). Thus, this makes the level of 

burnout among officers remain in a serious state. 
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Next, Harmsen, Lorenz, Maulana and Veen (2018), found that burnout levels had a 

relationship with work commitment. The job-demand resource model is a useful 

framework for understanding the interactions between the causes of burnout, stress 

responses, behaviours. The model describes the relationship between job 

characteristics, well-being and organizational outcomes comprehensively. Two main 

psychological processes occur according to this model. 

 

The findings of this study are also in line with the measurement of productivity of 

service operations including its basic criteria namely quantity and quality. 

Considering the volume of inputs and outputs, direct measurements are more 

appropriate in the services sector. Measuring value through unit prices becomes a 

general solution to generate meaningful economic ratios (Imbuga & Guyo, 2018). 

Financial measurements (such as revenue per total input value) combine input and 

output volumes in a meaningful way (MacCallum, P, 2011). 

 

Subon and Sigie (2016) found, to ensure the effectiveness of an organization requires 

high commitment and motivation. However, officers with high levels of burnout 

showed high levels of commitment. This indicates that the workload that increases the 

commitment of officers directly impacts the level of stress they have. So, this proves 

that these two variables have a positive relationship. 
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5.3 Implication of Research 

This study aims to look at the level of burnout among special branch police officers in 

Bukit Aman. The implications of a study can be seen through three parties that are 

related or directly related to the work environment, namely the special branch police 

officers, administrators and ministries. 

 

5.3.1 Police Officers 

 As a result of this study, level of burnout was determined among police 

officers in RMP, especially in special branches. Through this study, police 

officers can recognize the importance of recognizing the level of burnout in 

ensuring the effectiveness of organizational management through the 

commitment they have. Next, the results of this study also examine the level 

of work commitment. By recognizing the level of commitment, stakeholders, 

especially the police officers themselves, can increase the level of 

implementation. 

 

5.3.2 Department Leaders 

 The level of burnout is one of the important elements in ensuring the 

effectiveness of the management of an organization. Through the results of 

this study, the leaders in the department can identify the level of burnout that 

is central to the management of an organization. In addition, leaders also 

identified the level of teacher commitment by identifying the relationship 

between these two variables. In line with that, it is the responsibility of the 
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administrators to ensure that police officers have a low level of burnout and 

perform their responsibilities and duties effectively which ensures the 

readiness of police officers in line with developments in the outside world. In 

addition, the administration can also encourage police officers who have a low 

level of commitment to improve further. 

 

5.3.3 Ministry of Home Affairs 

 Furthermore, the results of this study are also serves as an input to the 

ministry in making it a guide to compile measures to ensure all police officers 

in emphasizing the aspect of burnout and recommend appropriate actions in 

reducing the level of burnout. The ministry can also take the initiative in 

implementing several workshops or training for police officers in providing 

information as well as providing professional development training, especially 

in the field of burnout and stress management. By conducting training and 

workshops, police officers can manage themselves effectively. 

 

In conclusion, the results of the implementation of this study have various effects on 

the RMP, namely police officers and administrators as well as the ministry in ensuring 

that police officers are equipped with the latest information and features that will be 

capital in the formation of a safe country. 
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5.4 Suggestion for Further Study 

 The researcher conducted this study among 201 special branch police officers 

in Bukit Aman to see the level of burnout and its relationship with work commitment. 

Therefore, the researcher took the initiative in proposing some ideas in practice on 

further study. 

 

5.4.1 Number of Samples 

 The first proposal is related to the number of samples, that is, the 

researcher only involved 201 special branch officers in Bukit Aman. Thus, in 

the future it may involve the scope or number of a sample that covers all 

police officers in the RMP. This can contribute to a comprehensive finding. 

 

5.4.2 Dimensions of the Study 

 In addition, the researchers also placed limitations in the determination 

of the burnout dimensions studied in this study. That is, researchers see the 

level of burnout in terms of workload, organizational structure and climate, 

management role, career and achievement. So, in the future can review the 

level of burnout in other aspects such as the workplace environment and so on. 

In addition, the researcher also limited this study by assessing the level of 

work commitment and the relationship between these two variables. Thus, in 

the future it is possible to identify the influence of this level of stress on work 

commitment. By knowing the percentage influence of stress level on work 
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commitment then, can devise appropriate measures to resolve issues related to 

stress level. 

 

5.4.3 Study Design 

 Furthermore, the researcher in the future can also conduct a qualitative 

study in which in this study the researcher uses a quantitative study design. By 

conducting a qualitative study, the researcher can select a sample of studies 

from all over Malaysia by conducting interviews and self -monitoring to 

ensure that the findings of the study have high validity. 

 

So by practicing this method, researchers in the future implement a study that covers 

the entire state and country. 

 

5.5 Conclusion 

 

 This study aims to identify the level of stress and its relationship with work 

commitment. Meanwhile, a total of 201 special branch officers working in Bukit 

Aman participated in the study. Research instruments were used as data collection 

media. Descriptive and inferential analysis (one -way ANOVA & Pearson 

Correlation) was conducted to analyse the collected data. 

 

The results showed that the four dimensions placed under the stress level recorded a 

high mean value by placing the burnout level among police officers at a high level. 

Furthermore, the level of commitment among special branch police officers is also at 
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a high level. The results of Pearson correlation analysis have shown that there is a 

relationship between the two study variables that is the higher the level of work 

commitment; the higher the level of burnout among police officers. 

 

In line with the results of this study, all parties, especially police officers in a 

department or branch should know the level of stress they have. This level of burnout 

can have an impact on the level of commitment. Therefore, police officers should 

scrutinize the management of emotions and the level of burnout. This not only has an 

impact on the execution of the task but it also affects the commitment borne. 

Furthermore, this level of stress also has implications for the level of health of 

officers. This can be seen in the number of officers requesting early retirement from 

service. 

 

Administrators and parties at the management level in the Office and the Ministry of 

Home Affairs should devise appropriate measures in providing input and information 

related to emotional management and the level of burnout that can affect the 

management of the organization. Therefore, this can ensure that the commitment 

borne by police officers increases and contributes to the effectiveness of the 

management of an organization. 
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Appendix A (Instrument) 

 

 

RELATIONSHIP OF WORK STRESS WITH WORK COMMITMENT 

AMONG SPECIAL BRANCH ROYAL MALAYSIA POLICE OFFICERS  

 

Respected respondents, 

The purpose of this questionnaire is simply to obtain information on the factors that 
contribute to stress among officers and its relationship to work commitment. This 
questionnaire contains 3 sections as follows: 

 

Part A: Officer Demographics 

Part B: Work stress factors 

Part C: Work Commitment 

 

Please answer all items of this questionnaire honestly and sincerely. All information 
you provide to the items in this questionnaire is a form of research purpose only. All 
individual information is confidential. Reports from this education will not introduce 
individuals who respond to any item of the questionnaire. 

 

Many thanks for your support and cooperation. 
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Part A – Staffs Demographic 

Instructions: Tick (√) in the appropriate box. 

1. Gender     

Male        Female       

2. Age     

 24 years to 33 years            34 years to 43 years 

 44 years to 53 years     54 years to 60 years 

3. Highest Academic Qualification  

 

Diploma           

Degree      

  Master    

    PHD   

   

4. Working Experience  

  0 to 4 years       5 to 10 years 

11 to 14 years      15 to 19 years 

20 to 24 years     25 years and above 
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Section B 

Level of Stress 

Please value the given statement using five Likert scale. CIRCLE most accurate 
numbers that indicate the level of satisfaction with the statement. The items below are 
potential factors for stress. You need to market these items based on the perception of 
the extent to which these items put pressure on you. 

Instructions:  

   5- Strongly Agree (SA) 

   4- Agree (A) 

   3- Slightly Agree (SA) 

   2- Disagree (D) 

   1- Strongly Disagree (DA) 

 No. Stress Level DA D SA A SA 

1.  Not having enough work to do. 1 2 3 4 5 

2.  Taking my work home. 1 2 3 4 5 

3.  Not being able to wire off at home. 1 2 3 4 5 

4.  My spouse’s attitude towards my job and career. 1 2 3 4 5 

5.  My task demands change my relationship with my 
spouse/children. 

1 2 3 4 5 

6.  Absence of emotional support from others outside 
work. 

1 2 3 4 5 

7.  Changes in the way you are asked to do your job. 1 2 3 4 5 

8.  Work demands change my private/social life. 1 2 3 4 5 

9.  Lack of practical support from others outside work. 1 2 3 4 5 

10.  Life with a partner who is also pursuing a career. 1 2 3 4 5 

11. Absence of stability or dependability in home life. 1 2 3 4 5 
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12. Pursuing a career at the expense of home life. 1 2 3 4 5 

13. Inadequate guidance and back up from superiors. 1 2 3 4 5 

14. Lack of consultation and communication. 1 2 3 4 5 

15. Inadequate or poor quality of training and 

management development. 

1 2 3 4 5 

16. Covert discrimination and favoritisms. 1 2 3 4 5 

17. Mundane administrative tasks or ‘paper work’. 1 2 3 4 5 

18. Staff shortages and unsettling turnover rates. 1 2 3 4 5 

19. Inadequate feedback about my own performance. 1 2 3 4 5 

20. Insufficient finance or resources to work with. 1 2 3 4 5 

21. Sharing of work and responsibility evenly. 1 2 3 4 5 

22. Morale and organizational climate. 1 2 3 4 5 

23. Characteristics of the organisation structure and 
design. 

1 2 3 4 5 

24. Lack of power and influence. 1 2 3 4 5 

25. Personal beliefs conflicting with those of the 
organization. 

1 2 3 4 5 

26. Ambiguity of the nature of job role. 1 2 3 4 5 

27. Conflicting jobs task and demands in the role I play. 1 2 3 4 5 

28. Inability to delegate task. 1 2 3 4 5 

29. Having to take risks. 1 2 3 4 5 

30. Simply being seen as a ‘boss’. 1 2 3 4 5 

31. Simply being ‘visible’ or ‘available’. 1 2 3 4 5 
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32. Dealing with ambiguous or ‘delicate’ situations. 1 2 3 4 5 

33. Having to adopt negative role (such as sacking 
someone). 

1 2 3 4 5 

34. Implications of mistakes you make. 1 2 3 4 5 

35. Promotion after beyond my ability. 1 2 3 4 5 

36. Under promotion at a level below my level of ability. 1 2 3 4 5 

37. Threat of impending redundancy or early retirement. 1 2 3 4 5 

38. Being undervalued. 1 2 3 4 5 

39. Changing jobs to progress with career. 1 2 3 4 5 

40. Absence of any potential career advancement 1 2 3 4 5 

41. Unclear promotion prospects. 1 2 3 4 5 

42. Attaining your own personal levels of performance. 1 2 3 4 5 

43. Opportunities for personal development. 1 2 3 4 5 
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Section C 

Work Commitment 

5- Strongly Agree (SA) 

   4- Agree (A) 

   3- Slightly Agree (SA) 

   2- Disagree (D) 

   1- Strongly Disagree (DA) 

No. Item DA D SA A SA 

1.  I do not have prolonged negative thoughts and feelings of 
depression as a result of related problems. 

1 2 3 4 5 

2.  I have no problem making decisions. 1 2 3 4 5 

3.  I feel the efficiency in the job is increasing compared to 
before. 

1 2 3 4 5 

4.  The quality of my work remains good. 1 2 3 4 5 

5.  I do not feel very tired spiritually, emotionally and 
physically after work. 

1 2 3 4 5 

6.  I focus while performing a task. 1 2 3 4 5 

7.  I think there is no negligence in carrying out the task. 1 2 3 4 5 

8.  I often feel active while working. 1 2 3 4 5 

9.  I think that is sensitive to the feelings of others in the 
workplace 

1 2 3 4 5 

10.  I think that good relationships with employers and 
colleagues. 

1 2 3 4 5 

 

Thank you for participating in this survey. Your contribution to this effort is greatly 
appreciated. As a friendly upgrade before ending this process, please make sure you 

answer all the questions. 
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Appendix B (Output SPSS) 

 

Statistics 

 
Gender Age 

Academic 
Qualification 

Teaching 
Service 

N Valid 201 201 201 201 

Missing 0 0 0 0 

 

Gender 

 
Frequency Percent Valid Percent 

Cumulative 
Percent 

Valid Male 151 75.2 75.2 75.2 

Female 50 24.8 100.0 100.0 

Total 201 100.0 100.0  

 

Age 

 
Frequency Percent Valid Percent 

Cumulative 
Percent 

Valid 24 to 33 Years 127 63.4 63.4 63.4 

34 to 43 Years 37 18.3 18.3 81.7 

44 to 53 Years 25 12.4 12.4 94.1 

54 to 60 Years 12 5.9 5.9 100.0 

Total 201 100.0 100.0  
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Academic Qualification 

 
Frequency Percent Valid Percent 

Cumulative 
Percent 

Valid Diploma 8 4.1 4.1 4.1 

Degree 167 83.2 83.2 87.3 

Masters 26 12.7 12.7 100.0 

Total 201 100.0 100.0  

 

 N Mean SD 

Not having enough work to do. 201 4.63 0.482 

Taking my work home. 201 4.75 0.434 

Not being able to wire off at home. 201 4.80 0.401 

My spouse’s attitude towards my job and 

career. 

201 4.39 0.488 

My task demands change my relationship 

with my spouse/children. 

201 4.80 0.401 

Absence of emotional support from others 

outside work. 

201 4.63 0.482 

Changes in the way you are asked to do 

your job. 

201 4.75 0.434 

Work demands change my private/social 

life. 

201 4.80 0.401 

Lack of practical support from others 

outside work. 

201 4.63 0.482 

Life with a partner who is also pursuing a 

career. 

201 4.75 0.434 

Absence of stability or dependability in 

home life. 

201 4.27 0.445 

Pursuing a career at the expense of home 

life. 

201 4.24 0.425 

Inadequate guidance and back up from 201 4.75 0.434 
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superiors. 

Lack of consultation and communication. 201 4.27 0.445 

Inadequate or poor quality of training and 

management development. 

201 4.24 0.425 

Covert discrimination and favoritisms. 201 4.52 0.500 

Mundane administrative tasks or ‘paper 

work’. 

201 4.80 0.401 

Staff shortages and unsettling turnover 

rates. 

201 4.63 0.482 

Inadequate feedback about my own 

performance. 

201 4.75 0.434 

Insufficient finance or resources to work 

with. 

201 4.80 0.401 

Sharing of work and responsibility 

evenly. 

201 4.63 0.482 

Morale and organizational climate. 201 4.75 0.434 

Characteristics of the organisation 

structure and design. 

201 4.80 0.401 

Lack of power and influence. 201 4.80 0.401 

Personal beliefs conflicting with those of 

the organization. 

201 4.80 0.401 

Ambiguity of the nature of job role. 201 4.75 0.434 

Conflicting jobs task and demands in the 

role I play. 

201 4.80 0.401 

Inability to delegate task. 201 4.63 0.482 

Having to take risks. 201 4.75 0.434 

Simply being seen as a ‘boss’. 201 4.52 0.500 

Simply being ‘visible’ or ‘available’. 201 4.27 0.445 

Dealing with ambiguous or ‘delicate’ 

situations. 

201 4.24 0.425 

Having to adopt negative role (such as 

sacking someone). 

201 4.39 0.488 

Implications of mistakes you make. 201 4.80 0.401 
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Promotion after beyond my ability. 201 4.63 0.482 

Under promotion at a level below my 

level of ability. 

201 4.75 0.434 

Threat of impending redundancy or early 

retirement. 

201 4.80 0.401 

Being undervalued. 201 4.80 0.401 

Changing jobs to progress with career. 201 4.80 0.401 

Absence of any potential career 

advancement 

201 4.63 0.482 

Unclear promotion prospects. 201 4.75 0.434 

Attaining your own personal levels of 

performance. 

201 4.80 0.401 

Opportunities for personal development. 201 4.63 0.482 

 

 N Mean SD  

I do not have prolonged negative thoughts and 
feelings of depression as a result of related 
problems. 

201 4.43 0.426 

I have no problem making decisions. 201 4.68 0.115 

I feel the efficiency in the job is increasing 
compared to before. 

201 4.64 0.243 

The quality of my work remains good. 201 4.75 0.213 

I do not feel very tired spiritually, emotionally 
and physically after work. 

201 4.69 0.233 

I focus while performing a task. 201 4.75 0.434 

I think there is no negligence in carrying out the 
task. 

201 4.80 0.401 

I often feel active while working. 201 4.80 0.401 

I think that is sensitive to the feelings of others 
in the workplace 

201 4.52 0.500 

I think that good relationships with employers 
and colleagues. 

201 3.46 0.383 
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WE N Mean SD 

0 to 4 years 131 4.36 0.304 

5 to 10 years 42 4.68 0.198 

11 to 14 years 22 4.43 0.169 

15 to 19 years 6 4.45 0.143 

 

 

 
Commitment Work Stress 

Commitment Pearson Correlation 1 0.884** 

Sig. (2-tailed)  0.000 

N 201 201 

Work Stress Pearson Correlation 0.884** 1 

Sig. (2-tailed) 0.000  

N 201 201 
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