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ABSTRACT 

 

The study aims to identify relationship between factor and potential causing the work 

stress among Royal Malaysian Police (RMP) Junior Officers. Further in this study 

investigate the contribution of working conditions, workplace relationships and workload 

factor which is known as primary work-related work stressors. Quantitative study was 

chosen to conduct at RMP and the population was from various departments at RMP 

headquarters. Data collection methods with the questionnaires are used as the survey 

instruments. Total of 301 questionnaires were send to various department in RMP. The 

result showed the workplace relationships are the significant and main factor of work 

stress which is in poor supervisory and unhelpful colleagues. Meanwhile for the working 

conditions and workload results showed non-significant relationship with work stress. 

This finding will helpful to the RMP to enhance the productivity of RMP junior police 

officers.     

 

Keyword: Stress, Work Stress, Working Conditions, Workplace Relationships, 

Workloads 
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ABSTRAK 
 
 

Kajian ini adalah bertujuan mengenal pasti hubungan antara faktor utama yang 

menyebabkan tekanan kerja dalam kalangan pegawai berpangkat Inspektor percubaan 

dan Inspektor. Kajian berbentuk kuantitatif ini dijalankan di Polis Diraja Malaysia 

(PDRM) dan populasi yang dipilih merupakan pegawai polis yang bertugas di Ibu Pejabat 

PDRM. Proses pengumpulan data dijalankan menggunakan kaedah tinjauan dengan 

mengedarkan kaji selidik. Sebanyak 301 borang soal selidik telah dihantar ke pelbagai 

jabatan. Hasil kajian mendapati hubungan diantara pegawai tidak baik dan rakan sekerja 

yang tidak membantu di tempat kerja menjadi salah satu sebab tekanan kerja meningkat. 

Manakala situasi kerja dan bebanan kerja tidak signifikan di antara tekanan kerja. Kajian 

ini akan membantu Polis Diraja Malaysia bagi memantapkan kualiti dan produktiviti bagi 

Polis Diraja Malaysia. 

 

Kata Kunci: Tekanan, Tekanan Kerja, Situasi Kerja, Bebanan Kerja. 
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CHAPTER ONE 

INTRODUCTION 

 

1.1 Background of the study 

Stress is the one of the important things that every human being will go through in 

their life. Stress will demotivate someone until to maximum level if there is no 

solution been taken. Stress is a common factor affecting the workforce worldwide 

(Imtiaz and Ahmad, 2009). Negative implication of stress will accumulate in personal 

life without intervention and solution. This accumulation of stress occurred whereas 

an individual loses the ability to cope with and manage stress (Sulksky, 2005). The 

fact is, stress belongs to the person who stresses in a negative or positive way as this 

can bring about drastic changes in the lives of an individual. Negative stress is will 

shake someone life if they cannot go through the stress while positive stress may give 

experience to someone to enhanced their life. Stress is a common feature in the 

company and the workplace which becomes more difficult nowadays, with more 

negative impacts on the workforce compared to positive effects (Shah & Hasnu, 

2013).  

 

Police occupations have drawn the attention of the majority of academics and 

generally accepted as a demanding and difficult profession. Police jobs are considered 

to be the most demanding careers in modern society, primarily because of the nature 

of police work itself. This is geared towards crime prevention and maintains law and 

order. Also exposes police officers to a challenging and stressful event that requires 

impeccable physical and mental abilities to cope with work affairs firmly and 
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effectively (Alkus & Padesky, (1983); Violanti & Aron, (1994); Anshel, 2000; 

Rollinson, (2005); Morash et al., (2006)). Based on Hunnur and Sudarshan, (2014) 

study, they have mentioned that police force is the most important and toughest 

department for social wellbeing due to the fact that the core duties of police work 

which is associated with protecting life and property required police officers of 

working. This sort of task is performed continuously to ensure that its main objectives 

and goals are achieved, thus resulted in police officer’s workplace stress. Taken as a 

whole, research on policing and stress identified policing occupation as being the 

most stressful profession, together with other profession such as ambulance workers, 

teachers, prison officers, and call center customers service employees. Most of the 

stress study conducted concerning this occupation resulted in depleting physical and 

psychological welfare and associated with work dissatisfaction (Johnson et al., 2005, 

Borritz et al., 2006). Based on the previous research relating to work stress in various 

occupational contexts, most of the researchers agree that police occupation is seen as 

more stressful compared to other existing vast majority of occupations.  

 

Police work is considering as an interesting work which is favorite option to choose 

as an ambition work for youngster. Most of youngsters will apply for this work and 

this is a professional work but it is certainly for them to feel the pressure from the 

public. After join the force as a junior officer, they need to know how to manage 

their stress levels and handle them psychologically when involvement with public. 

The implementation of the stress management and the psychological adjustment can 

be done without influencing their work’s performances according to the four 

principles namely accountability, legitimacy, innovation, and coherence (Carlan & 

Lewis, 2009). This situation causes some direct and indirect stress within their works 
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hence it depends on the junior officers themselves on how they perceive the different 

aspect of the expectations. Therefore, being under stress has been identified as one of 

major factors that affects the police officer’s performance (Kotteeswari & Tameem 

Sharief, 2014). Complain and dissatisfaction from the public will lead to junior 

officers which just started their carrier will drop performance. Furthermore, criticize 

by public about the mistakes made by minority of the police organization do 

contribute to the work stress among the police officers.   

 

Police still have to do their job, but the pressure comes in several police work 

features. Shift rotation is one of good example that will reduce the performance and 

productivity. This rotation will have to be rescheduled every month and the change 

from a day to a swing or graveyard requires not only biological modification, but also 

complicates the personal lives of officers. Role will be in middle of conflicts while 

want to support the work which involving with the public, compliance and personal 

responsibilities as a father, husband, and friend behave as stress. In addition, for stress 

of police officers work included with threats, boredom, taking huge responsibility in 

others live from own self, emotional control if there is any provoke action by public 

during work, bringing gun is a big responsibility, even during out of work and 

fragmented nature of police work, with only frequent opportunities to follow up cases 

or even get input or follow-up information. 

 

Work stress is an important concern in this modern life. Stress assessment is 

developed to measure the level of stress on overall police organization which highly 

dependents on work satisfaction of the police officers. The assessment involves 
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various kinds of skills such as decision making, and role conflicts which are related to 

the work satisfaction. Work stress is associated with turnover intention 

(Tongchaiprasit & Ariyabuddhiphongs, 2016). High turnover rate influences the 

image of police organization as police officers are the representative of government 

perceived by the public. Therefore, the research on the prevalence of work stress 

needs to be carried out. Work stress is the main thing that should be reduced to 

produce high performance and efficiency in working which may enhance the 

productivity of an organization. Park (2007) claims that high work stress leads to a 

negative effect on work performance. Hence, undertaking research process relates to 

the stress among the Royal Malaysia Polices is a topic that has been understudied but 

has enough potential to affect police’s lives negatively. 

 

1.2 Problem Statement 

It is reported before that one of the most stressful works is the police work because it 

plays a vital role to ensure the public security and peacefulness of the country 

(Yahaya, Hashim, & Ismail, 2012). Police also received various amounts of stress 

from the challenging social environment, stress is developed from the stressful 

circumstances, and it may arise either internally or externally, depending on the 

perspective of the person. In policing service, several of stress faced the junior 

officers at the Royal Malaysia Police (RMP) headquarters can be intriguing even in 

their daily work. In general, most of junior officers must undergo for Police training 

school to learn all the police work for one year. Upon graduation, they will be 

assigned in various headquarters in Malaysia. The juniors might take time to adapt 

themselves in their assigned headquarters especially when it comes to dealing with 
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fast changing in the organization (Kara 2015) and incumbent demand in the 

headquarters that they are serving. This can trigger job stress. In this section, we are 

going to elaborate three variables that potentially associated with the job stress among 

the junior RMP Officer due to the new working environment and new 

colleagues/supervisors. 

 

Based on Kotteeswari and Tameem Sharief (2014) junior officers experience stress 

problems due to failure in managing the workload. In addition, junior officers also 

lack competence in handling the tasks given by senior officers in the workplace. So, 

this study focuses on junior officers in identifying the level of stress among junior 

officers. 

 

1.2.1 Working Condition 

Working condition also can be seen in lacking of resources for example limited 

budget play a decisive role in administrative decision. For example, not enough space 

in police stations where police officers need to perform their duties in a small and 

crowded spaces, sharing office, police vehicles are not upgraded, and not up to date 

Information and Communication Technology (ICT) facilities. These conditions 

affected their physical and mental state which may eventually increase stress level 

among these police officers. Inadequate manpower is also a major headache for every 

organization including RMP. Working conditions are associated with employee 

workplace that include facilities, physical environment, stress and noise level, safety, 

office politics and others. Unpleasant or unsafe physical working conditions at a 

workplace include all of this associated factor such as crowding, noise, air pollution 
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and health, inadequacy of personnel and equipment or ergonomic issue (Manshor et 

al, 2003). This situation is at real and stressful for every police officer. 

 

Furthermore, improvements in working conditions are always associated with cost 

and budget. Due to financial limitation and budget constraint, working conditions 

issue rarely comes as a priority. In the context of lacking of resources, including 

inadequate staff, equipment shortages, and outdated facilities is identified as a major 

concern or issues. In return, the outstanding issues mentioned above make it hard for 

junior police officers which newly joined to perform their work effectively. This 

statement is supported by Brown and Campbell, (1994); Violanti et. al., (1994), which 

mentioned that the police organizations these days are saddled with inadequate 

resources which comes in the form of insufficient staff, overcrowded office, not 

enough space in the office plus with equipment shortages influenced and affected 

police working which can lead to work stress. 

 

1.2.2 Workplace Relationship 

Work-stress varied depending on the position and where they served. Those who 

work in the workplace may feel more relaxed when interacting with other people than 

those who work outside the workplace to endure stressful environment, along with the 

vagaries and whims of people who add to the tension in the course of their duties. 

Referring to Sapora Sipon (2006), says the police job has also become more diverse. 

Position hold by the junior officers as a Inspector is consider they have to listen and 

do all the orders given by superior although junior officer holding on the hand with a 

lot of task. The superior want to make the Inspector to learn and manage the huge of 



7 
 
 

works given to teach Junior Officers lesson and as training. The burden that Junior 

Officer holding have time limit and if they haven’t finished the task has given, there 

will be consequences from superior. Works with high stress rottenly have emotional 

ties with a low-level motivation that are associated with commitment police work. 

The topic of work stress between new officers given less attention, this study will fill 

in the gaps of work stress among the junior officers which newly join the RMP. 

Seniority is also one of the factors that affect the working relationship among the 

junior officers. Inspectors which are already in that position almost seven years 

consider senior and so call colleagues will push the entire burden they hold to the 

junior officers.  

 

1.2.3 Workload 

Workloads or work overloads are often seen as a significant contributor to the stress 

associated with employee jobs. Past research on stress and policing have shown that 

workloads are possible causes of stress and play a key role in contributing to the 

stressful environment for police officers. Work overload is described as the 

employee's self-perception of the extra amount of work to be done concerning the 

amount of work they need to do in a particular period (Jex, 1998). Work stress is 

related to an overloaded work problem which is the result of imbalance work 

demands (Behjati, Sc, D, Sc, & Ghezavati, 2013). According to Abbasi (2015), too 

much work is an implicit problem that causes tension and when people feel it, they 

often seem to ignore the problem.  The inconsistent overloaded work is the factor that 

causes stress at the workplace because many working groups and leaders may differ 

based on the individual group arrangement (Ali & Farooqi, 2014). It is necessary to 
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retain employees within an organization because training a new employee and 

replacing the existing one will require some time and the cost will also increase. In 

the context of this study, workloads are associated with the growing or increasing 

number of populations. The increasing number of populations may have prompted 

increment in workloads thus becoming a work stress precursor. Stress is known to 

cause workplace accidents and it is a root for further emotional impact.   Such issue 

will cause the RMP to face possibility to lose their officers’ productivity due to 

impact of stress such as performance degradation, absenteeism from work, human 

error, increased turnover, and workers who preferred to give up work (Dare et al., 

2011). In addition, stress will influence the employees work satisfaction and 

performance of employees (Saari & Judge, 2004). Hence, this study focuses on 

identify the relationship between work stress and three main factors as working 

conditions, workplace condition and workload.  

 

1.3 Research Questions 

According to the statement of the problem, this research main on the following 

questions:  

1.3.1. What is the significant connection between working conditions and 

work-related stress among new junior officers? 

1.3.2. What is the significant connection between workplace condition and 

work-related stress among new junior officers? 

1.3.3. Is there significant connection between workload and work stress 

among new junior officers? 
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1.4 Research Objectives 

In this study a number of objectives have been established: - 

1.4.1. To identify the connection between working conditions and work 

stress among new junior officers. 

1.4.2. To identify the connection between workplace relationships and work-

related stress among new junior officers. 

1.4.3. To identify the connection between workload and work stress among 

new junior officers. 

 

1.5 Scope of Study 

In this study, the researcher aims to identify the dominant factor that influences the 

employees’ work stress of police officers based on occupational stress model Cooper 

and Marshall’s, (1976). This research takes place among police officers in Royal 

Malaysia Police (RMP) where it composes of multiple departments that provide 

different kinds of service towards crimes. The scope of this study will encompass 

around RMP in particular of junior police office which just started their work as a 

police officer. The justification for why this study area is being chosen in particular is 

due to nature of the police work itself that is associated with the high crime rate index 

so it will one of the reasons which new officers will burden with workload also new 

work scope. Based on the statistic from Management Department Royal Malaysia 

Police Headquarters, there are a total of 350 new junior officers who come from 

different departments s. The analysis will focus on the police officers in Royal 

Malaysia Police Headquarters junior officers by questionnaire. The questionnaire that 
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was distributed is related to the working conditions, workplace relationships and work 

overload, and work stress among the junior police officers. 

 

1.6 Significant Of The Study 

The primary intention of starting this research is to classify the work-related stress 

and to find the solution to reduce work-related stress issues in the Royal Malaysia 

Police (RMP). Suggested that there is a limited empirical research that were 

conducted to examine the relationship between working conditions, workplace 

relationships and workloads factors with work stress involving junior police officers 

in the Malaysian context. Accordingly, this study was undertaken to ensure 

excellence upheld police professionalism and quality of service at all times. In 

Malaysian context however, most of the research regarding this subject are conducted 

and focusing on hospitals work, educational and banking sectors.  

 

This research going to the very limited existing literature by testing the prevalence 

between working conditions, workplace relationships and workloads of work related 

in Malaysian context. However, this subject is important until create the researcher’s 

interest of the United States of America, Europe, Korea, Taiwan, India, South Africa, 

Nigeria and other countries thus becoming topic of interest to be investigated but for 

overall police officers not specific for junior officers. 

 

There are some factors that cause work stress which indirectly influenced the work 

performance and work quality. The higher the work stress between officers, the lower 

the overall work performance. Thus, it is important to understand and investigate the 
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factors of stress within the police organization such as role conflict, work overload 

and interpersonal communication which affecting the police officers. Understanding 

and analyzing the factors will enable police organization to develop and implement 

some stress management strategies to decrease the level of work stress and increase 

the quality of work within the police officers. Three sources of stress model which 

may be valuable in determining the contributing factors towards junior officer’s work 

stress inside RMP Headquarters. The findings of this research may provide invaluable 

inside information for Royal Malaysian Police (RMP) top level management. 

Organization must play the role to aware of the factors that causing work stress 

because it solving the problem that led to the stressful work. Identifying the factors of 

work stress provides an opportunity for police management to integrate a positive 

culture and adopt operational policies that could improve the organizational 

performance. Valuable information can be obtained by examining the factors of work 

stress to initiate and strengthen plans and activities to manage stress successfully.  

 

In order to find the solution, a deeper research needs to be performed on what are the 

work stress that leads to negative physical reactions. Hence, more understanding on 

the definition will ease the process of investigation for this research. Besides, this 

study will also identify the factors that cause work stress. There are many indicators 

of work stress that might influence the result. The ways of management for the work 

stress would affect different aspects of performance especially the police’s services. 

Therefore, before deriving any conclusions, factors that contributed to the work stress 

should take into account for measurement. In term of practical contribution, the 

findings of this study also could provide the benefits for uniform team in the form of 
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the provision of managing stress to improve work performance, organizing events 

like knowledge course, workshop, lecture and other activities, improve cooperation 

and coherence between employees, and so on.  

 

The study is necessary as it can be used to survey on how the police stress occurs to 

the junior police officers. Hence, work stress issues are reported among police 

officers but there is no action taken to address these issues (Umek & Areh, 2009). The 

necessity to reduce the work stress that affecting police officer is needed. 

Furthermore, these study findings which examine the prevalence of work stress 

between working conditions, workplace relationships and workloads factors are also 

expected to add additional source of knowledge in regard to work stress study. 

  

1.7 Definition of Key Terms 

1.7.1 Working Conditions 

Working conditions can be described as the surrounding of a workplace which is 

included inside and outside. These conditions where we can find most of the weird 

situations that related to human behavior. Working conditions is can be said as a 

workplace condition in which the employee, including such as amenities, physical 

environment, stress and noise level, safety, office politics, and others (Manshor et al, 

2003). 
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1.7.2 Workplace Relationships 

Relationship at working place which together sharing the utilities been provided by 

management or another employee working surrounding together. Workplace 

relationships, in the literal sense, means relationships between the employee of the 

workplace organizations in term of learning to live with other employee and also 

maintaining good relationships between people of a group (Selye, 1974). 

 

1.7.3 Workload 

Workloads can be defined of having too much work to complete or unfinished work 

and also need extra time to finished the pending works. The hypothetical relationship 

between a group or individual human operator and the task requirements is work 

overload (Authority et al., 2012). Workloads Identified as an employee's self-

perception of the extra amount of work to be done in relation to the amount of work 

to be completed in a particular period of time (Jex, 1998). 
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CHAPTER 2 

LITERATURE REVIEW 

 
 
 

2.1 Introduction 

Work stress overview has been generally explained in the first chapter. The literatures 

review of the independent and dependent variables will be intensely conversed in this 

chapter. The definition, past studies, ideas and theories will also be enlightened and 

elaborated to afford the understanding of the research. 

 

2.2 Work Stress 

Work stress or job stress is now a vital issue for every organization because of its 

tendency to contribute towards employee inefficiency, absenteeism, turnover 

intentions and decreased job satisfaction (Tawaziwa Wushe & Jacob Shenje, 2019). 

Based on personality approach, stress is believed to occur when an individual is 

incapable and unable to meet the requirement of a certain situation (Donatelle, 2013). 

Stress also interprets as the natural degeneration of the body which causes it shows 

responses to non-specific demand (Nahar, Hossain, Rahman, & Bairagi, 2013). 

Meanwhile from the other perspective, the definition can be considered as a positive 

stress as it can be used to be productive and effective factors of an individual 

development. Dare et al., (2011) states that stress is not necessary something bad and 

it depends on how the person handles it. The effects of stress do exist as a result of 

positive or negative situations.  
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Kotteeswari and Tameem Sharief (2014) stated that stress is a biological term that 

refers to the failure of human body to respond appropriately to emotional or physical 

threats in any organism. Work stress may be influenced by many factors which 

negatively impact an individual’s job performance and overall health of body and 

mindset (Dare et al.,2011). Although moderate stress empowers employees and 

enhances their working performance, but higher stress level may lower the 

performance because the focus will be on the unpleasant feelings and emotions rather 

the task on hand.  

 

Furthermore, there is so much of article which wrote by many authors giving different 

definitions of the stress. Meanwhile, several studies demonstrate that the effect of 

work stress affects any individual or employee without realizing the person's gender. 

All types of organization are possibly to create work stress, in which affects the 

employee without taking into account in term of size of the organization and 

department either large or small (Bashir & Asad, 2007). Most of Arthur knew the 

stress have many factors that stimulate stress among the employees such as workload, 

long working hours per day, poor relationship between coworkers, lack of increment 

or promotion, and poor leadership by the top management and these matters will lead 

to work stress to the workers as stated by Matteson and Ivancevich (1987).  

 

Stress also may lead anyone to the effect on the health and wellbeing often reflected 

negative effects on individual or organizational efficiency and earnings. Meanwhile 

focuses in productivity, stress also affect the mental health of an individual. Mental 

health is most important thing for human which is attached to one’s mind.  Usually, a 
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good state of mind would show good mental health. Mental health among police 

personal is an issue that less being exposed. Usually perceive stress among police 

personal due to work pressures faced by them. Hans Selye (1978) who investigates 

send endocrinologist's causes and effects of workplace stress has said police got the 

only work the most dangerous, then stress and tension. All researchers concluded that 

police work is identified as the most dangerous work in psychology (Axelbred & 

Valle 1978). 

 

Work stress can be defined as job demands or others aspect of demands where work 

environment was the major source of stress. Role ambiguity, role conflict, job 

complexity, repetitive job routines, and work overload were important stressors with 

significant strain consequences ranging from emotional problem through health 

complaints and disease processes (Bakker & Demerouti, 2007). Sources of stress may 

vary depending on the sort of stress that an individual refer to.  

 

According to Morrow (2011), stress if persists for a long period of time, may lead to 

many physical symptoms such as digestive problems that includes ulcers, insomnia, 

fatigue, high blood pressure, nervousness and excessive sweating, heart disease, 

stroke and even hair loss chronic lower back pain, and migraines (Hart et. al, 1999). 

Lind (2012) mentioned that emotional stress occurs in the form of anxiety, anger, 

depression, irritability, frustration, over reaction to everyday problems, memory loss 

and a lack of concentration for any given task (As cited in Cooper et. al., 2013).  
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2.3 Working Conditions 

Working conditions are associated with employee workplace that include facilities, 

physical environment, stress and noise level, safety, office politics and others. 

Working conditions is defined as the physical geographical area as well as the 

environments of the workplace, such as office building and in the sense of this 

research is police organization. Moreover, there is other factor also involved with the 

working conditions such as noise level and the air quality can have led to greater 

work environment quality (Elsbach & Pratt, 2007). Material objects can be 

categorized into two categories which is in the macro level for example buildings and 

micro levels for examples office furnishings and arrangements. Other factor that 

includes such as lighting, noise, temperature, air quality, and vibration; office layout, 

level of enclosure and proximity to office that are considers are as outstanding factors 

in the work environment where employees work (Evans, 1994 & McCoy, 2002). 

 

2.4 Workplace Relationships 

Workplace relationships defect can be in the form of leadership inadequacy, 

interpersonal relationships breakdown and the continuous conflict between co-

workers, superiors, supervisors and managers that can be adjudge as very stressful 

within the boundaries of a working conditions (Suedfeld & Steel, 2000). 

Communications are classified as the very important tools in conveying message and 

communications breakdown and communications misunderstanding could have 

resulted in stress. and in reference to a larger context effected the organizations as a 

whole. 
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2.5  Workload 

Workloads are also defined as the employee self-perception regarding the extra 

amount of work that needs to be done versus the amount of job they need to complete 

in a specific time period (Jex, 1998). Threats such as high turnover, losing quality of 

skills, poor of job performance, lower in motivation level, and also the increase in 

stress level (Abbasi, 2015). Workload is the major problem for every organization as 

employees seems to suffer due to the increase of working hours, duty timings and 

pressure to complete and achieve goals. Workload does affect work stress 

significantly. Workload is the results of combining the work requirements required to 

accomplish the operation or tasks being set by organization. When the workload 

increases from day to day, stress will be generated and the morale of employees will 

decrease which ultimately reducing the performance of employees. Ali and Farooqi 

(2014) define workload as being asked to do too much work and being asked to do 

work that is too difficult. 

 

2.6 Theory 

Researchers have used work stress model Cooper and Marshall (1976) as a guideline 

in conducting this research. The use of theory is for the purpose of making guidelines 

in conducting research in line with the objectives and research questions developed. 
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2.6.1 Cooper and Marshall Method  

Cooper and Marshall describe the causes of stress in the workplace, factors that 

decide how a person will react to these pressures, develop acute symptoms, and 

eventually enter the process of chronic illness affecting physical and/or mental health 

(Cooper and Marshall 1976). There are two categories of work stress factor proposed 

in this model namely first is intrinsic to the job, second is relationships at work. These 

individual categories indicate that stress can occur directly when a dispute occurs 

from the job demands of the employee. 

 

The first category referred to as intrinsic of the job factor which relates to the skill of 

the employee coping with the particular hours worked, work stress, lack of work 

control, and unsafe working conditions. This research more focus on the workloads 

and working conditions factors are notable work stress factor due to the strong link 

between these two factors in influencing work stress among police officers. These 

two variables are chosen mainly because there exist vast majority of empirical 

evidence which proposed that workloads and working conditions has a strong 

association with work stress thus affecting police officers in the sense of 

physiological, psychological and behavioral reactions. 

 

The second factor is relationships in the workplace which highlighted elements of 

workplace bullying, superior relationships, face-offs and discrimination. This fourth 

category is considered as the contributor to workplace stress in the organizations. 

Problematic relationships among subordinates and colleagues in form of office 

intimidation, threats of aggression, biased opinions, not helpful management, bad 
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leadership, artificial movement among officers and physical workplace isolation most 

often trigger social disturbance that led to stress reactions. In relations to this study, 

the workplace relationships are chosen as the fraction of the independent variable 

mainly due the importance of relationships between colleagues and supervisors 

especially in the policing occupational work settings. Peer support is very important 

in the context of policing occupations mainly due to the nature of the police work 

itself for example the police officers have to put their life at the hand of their 

colleagues in confronting dangerous and stressful situations which may lead to stress 

effect (Ellison & Genz, 1983; Graf, 1986). As a conclusion, the theoretical framework 

was developed and design using the Cooper and Marshall, (1976) model. The work 

stress factor proposed by this model was combined to be best suited with the subject 

of this study which involves police officers. This study has chosen working 

conditions, workplace relationships and workloads as an independent variable which 

is perceives as the cause of stress among junior police officers at headquarters. 

 

2.7 Previous Study 

Police job not very to be described because there is various crimes happen which is 

cannot be predicted. Their job is to protect public from any dangerous and investigate 

any crime that is occurring. RMP officers must 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).  
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Badrulsamn Hamid (2019) studied Job stress among RMP personnel. In this study, 

the respondents consisted of 223 officers and policemen working at Shah Alam 

District Police Headquarters (IPD Shah Alam) who were selected as the study sample. 

Analysis uses one-way Anova in looking at the influence of demographic factors on 

work stress. The findings of this research led to some of the theories proposed for this 

research being accepted. Research results revealed that workloads and inadequate 

supervisory support have positive and significant relationships with job stress for 

police officers while work environments, position conflict, position requirement, 

consistency of task, and interpersonal relationships have been found to have no 

significant relationships with job stress.  

 

The study of Irniza Rasdi (2018) to analyze generic and specific work stressors 

among police officers and their differences between urban and sub-urban police 

population. Cross-sectional study for 328 traffic police officers been done in Kuala 

Lumpur, Negeri Sembilan and Pahang. Data from self-administered which is included 

with Police Stress Questionnaire, the Work Family Conflicts, the Job Content 

Questionnaire, the International Union against Tuberculosis and the General Health 

Questionnaire was collected. In sub-urban areas, the prevalence of probable mental 

disorders was 29.80 percent, while in urban areas, it was 44.30 percent. Urban 

respondents had substantially higher job demand, task uncertainty, family-work 

conflicts, and almost all relevant work stressors. In both areas of study, the prevalence 

of possible mental health conditions was high, and each region had its own collection 

of work-related stressors. Therefore, intervention methods are recommended that rely 

on these variables. 
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Retneswari, Awang, Azlan, Marzuki, Shathanapriya and David (2013) has conducted 

a study about Prevalence and associated factors of stress in the Malaysian Police 

Force. Objective is to assess the prevalence of stress and the associated socio-

demographic in Metropolitan Kuala Lumpur, Malaysia. Cross-sectional study 

conducted between 2009 to 2011 First stage of sampling procedure is selected two 

district police headquarters were randomly which is four districts in Kuala Lumpur. 

The first police district headquarters had 8 departments and 7 police stations, and the 

second had 8 departments and 4 police stations, with 3033 police officers stationed at 

the 2 police districts. Second stage, data was collected from all police officers who 

attended the ‘roll call’ at the 16 departments and 11 police stations involved in this 

study. This study's results support the literature that socio-demographic factors 

contribute little to the police stress explanations.   

 

According, to Khairol, Mohd Hafizuddin and Aizathul (2019). This study aims Job 

Stress and Emotional Intelligence among Police Officer at General Operation Force, 

Royal Malaysia Police. Stress management and good emotional intelligence among 

police officer are crucial for the work environment that always shifting from time to 

time. Therefore, simple random sampling method used, the sample size of this 

research is 196 respondents. Descriptive analysis of this research show that stress 

levels are at a moderate level while the emotional intelligence is at a high level. The 

implication of this study is that organizations need to emphasize intrinsic factors to 

employees, need to explain the role of employees in the organization, need to provide 

career development to employees and employees and management need to have a 

positive relationship. 
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2.8 Summary  

The results of the discussion in Chapter two 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. 
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CHAPTER 3 

 

METHODOLOGY 

 

3.1 Introduction 

Chapter three intensely discussed about research methodology which is main focus on 

this study. Moreover, this chapter included with framework of researchs, hypothesis 

development, design of the research, and operational definition, variables 

measurement, sampling design, and the procedures of data collections also the 

analysis techniques.  

 

3.2 Research Design 

Research design is the guideline for the research to follow the step until succeeded. 

This is easy method for each researcher to follow the line with extra focus their 

studies out from objective been applied. This study is focuses on dependent variables 

namely work stress which is influenced by three independent variables namely 

working conditions, workplace relationships and workload.  

 

The objective of this research is to measure the prevalence of work stress among 

RMP junior officers at headquarters which is related with working conditions, 

workplace relationships and workload. Meanwhile the research also targets to assess 

the intensity of the independent variables in when affecting the work stress. Figure 

3.1 is shown the relationship between dependent variable and independent variable 
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which is working conditions, workplace relationships and workload. 

 

 

 

 

 

 

Figure 3.1 
Framework Model 

 

3.3 Research Hypothesis 

Based on the objectives of the research, the hypothesis of this research was designed 

to find out the relationship between factors of work stress among RMP junior 

officers. The hypothesis of study is as below: - 

a) H1: There is positive and significant relationship between work condition and 

work stress among RMP junior officers. 

b) H2: There is positive and significant relationship between workplace 

relationships and work stress among RMP junior officers. 

c) H3: There is positive and significant relationship between workload and work 

stress among RMP junior officers. 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Workplace Relationships 

 
Working Conditions 

 
Workload 

 
Work Stress 

Independent Variables 

Dependent Variables 
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3.4 Research Framework 

This research framework allowed the researchers to collect data from a wide variety 

of respondents (Kassu, 2019). This section specifically analysis the type of study, 

justification choosing the quantitative method, source of data, population and study 

sampling. 

 

This research will be more to correlational process which is measures both type of 

variables without the researcher controlling either of them (Shona, 2019). This 

correlational process is can be said to test the hypothesis for statistically analyze 

quantitative data. Meanwhile, a cross-sectional analysis is a type of observational 

research that analyzes data on variables collected over a sample population or a 

predefined subset at a given time point in time. This type of study is also known as 

the cross-sectional examination, the transverse study or the study of prevalence. 

While still cross-sectional work does not require experiments. Cross-sectional study 

design is a type of observational study design (Indian, 2016). 

 

The goal of quantitative research methods varies significantly from the qualitative 

aim of having a deeper understanding of a circumstance or event. When conducting 

quantitative research studies, researchers attempt to identify current conditions, 

establish relationships among variables and sometimes try to understand causal 

relationships between variables.  Likert scale is one of the instruments will be used to 

measure for collection data from RMP junior officers. A Likert scale is a 

psychometric scale that has many categories through which respondents seem to want 

to represent their opinions, attitudes or feelings regarding a specific topic. 
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Questionnaires of the Likert scale were most commonly used in investigations of 

individual variables of distinction, such as motivation, anxiety, and self-confidence 

(David, 2013). Survey questions for this research will be follow the Likert Scale and 

this questionnaire will be answered by RMP junior officers while the data which 

collected will be the measurement variables. Source of data normally will be called as 

a primary data which is data is information directly derived from the origin source. 

This primary data will be receiving from a respondent who’s from the RMP junior 

officer directly. The data is the questionnaire answer by the respondents. 

 

3.5  Population and Sampling  

Sampling is one of the most significant in this research process for the identification 

of respondents as a population sample. The population of interest is the study’s target 

population that it intends to study or treat while sampling is the process of selecting a 

statistically representative sample of individuals from the population of interest 

(Umair, 2020). In this case, the population and sample is the main picture on 

quantitative research. Krejcie schedule and Morgan (1970) method has been used in 

this research to determine the sample size. Sampling technique used is simple random 

sampling technique to release questionnaires to respondents randomly. According 

Krejcie schedule and Morgan (1970), for the population 180 Junior Officers at RMP 

Headquarters the suitable sample size for this research is 123 but will make it to 301 

respondents. 
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3.6 Operational Definition 

Operational definition was used to explain about the technical terms and 

measurements which used during data collection. Table 3.1 shows the variables, 

definition of operational and sources that are adopted also adapted in the 

questionnaire. 

 

Table 3.1 
List of Variables 

Variables Definition Of Operational Sources 

Work stress Work stress or job stress is to the 
harmful physical and emotional 
reactions that occur when the 
qualification of job does not match 
the organization capabilities, 
resources or needs. 

Behjati et al., (2013) 

Working Conditions Unpleasant physical working 
conditions such as understaffing, 
overcrowded and lacking in 
resources are identified as a 
workplace conditions stressor that 
influence. 

Hassan, (2011) 

Workplace 
Relationships 

Problematical relationships 
associated with poor interpersonal 
relationships between leaders, 
managers, superior, subordinates, 
colleagues which may come in the 
form of workplace bullying. 

Naemah (2007), Wan 
(2002), and Baskaran 
(2004) 

Workload Workload is defined as the amount of 
work for an individual to do. 

Ashfaq, Mahmood, & 
Ahmad, (2013) 
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3.7 Measurement of Variables/Instrumentation 

Questionnaires choose are mostly designed align with the studies that has been 

conducted. The questionnaire was used to measure independents variable and 

dependent variable. There are five sections in this questionnaire which are divided to 

sections A, B, C, D and E. Section A is Demographic Profile, Section B is work 

stress, Section C is working conditions, Section D is workplace relationships and 

Section E is workload. 

 

Section A consists about age, gender, race, highest education level, marital status, 

period of services, current position, working hours and department which used 

nominal scale. Meanwhile for ordinal scale, five-point Likert scale range from 1 

strongly disagree to 5 strongly agree for section B, C, D and E as in Table 3.2. The 

variables, measure and sources that are applied in the questionnaire are summarized 

in Table 3.2. 

Table 3.2 
Five-Point Likert Scale 

 

 

 

 

 

 

 

Source: Vagias & Wade, M. (2006) 

 

 

Choices Scale 

Strongly disagree 1 

Disagree 2 

Somewhat agree 3 

Agree 4 

Strongly agree 5 



30 
 
 

Table 3.3 
Scale of Measurement  

Variables No of 
Item 

Measure Scale Source 

Section A 

Demographic 
Profile 

9 Age 

Gender 

Race 

Highest Education Level 

Marital Status 

Period Of Services 

Current Position 

Working Hours 

Department 

Nominal  

Scale 

 

Dependent 
Variable 

Section B 

Work stress 

8 I have felt fidgety or 
nervous as a result of my 
job. 

Working here makes it 
hard to spend enough time 
with my family. 

I have too much work and 
too little time to do it in. 

I feel like I never have a 
day off. 

I have been fully tense. 

I feel like there is doing 
same work due to 
misunderstanding. 

I am seldom rewarded for 
my hard labor and 
efficient performance. 
 
Lately, I always become 
more impatient than 
usual. 

Ordinal 
Scale (5-
point Likert 
Scale) 

Parker 
&Decotii 
s, (1983) 
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Independent 
Variable 

Section C 

Working 
Conditions 

 

9 
I do not have office. 

There is no air conditioner 
in my office. 

There is not good air 
quality or ventilation in 
the office. 

There is not enough light 
in the office. 

The office is not 
reasonably decorated. 

The office is not tidy and 
cleaned regularly. 

There is not enough space 
in the office. 

The office is 
overcrowded. 

There is a problem of 
understaffing in my 
department. 

Ordinal 
Scale (5-
point Likert 
Scale) 

Hassan A. 
Musa, 
(2011) 

 

Independent 
Variable 

Section D 

Workplace 
Relationships 

 

 

9 

 

I wish that I had more 
assistance to deal with the 
burden placed upon me at 
work. 

I feel unpleasant with the 
way of my colleague 
treated me when do the 
work. 

 
My supervisor is not 
helpful enough. 

My colleagues are 
unfriendly. 
 
Not enough cooperation 
from supervisor and 
subordinates. 
I often argue with friends 

 

Ordinal 
Scale (5-
point Likert 
Scale) 

 

 

Naemah 
(2007), 
Wan 
Mohd 
Nasir 
(2002), 

Baskaran 
(2004) 
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or colleagues. 

Lately, I do things by 
myself instead of with 
other people. 

Felt I often quarrel with 
supervisors. 

Lately, I am worried 
about how other at work 
views me. 

Independent 
Variable 

Section E 

Workload 

 

8 It seems like I have too 
much work for one person 
to do. 

The amount of work that I 
require to do increasing 
all the time. 

I am happy with my 
current workload. 

I am given enough time to 
do what is expected to me 
on my job. 

Not I am able to take 
sufficient breaks. 

I am able to take 
sufficient breaks. 

There is necessary for me 
to work after office hours/ 
weekends/ public holiday.  

My responsibility 
increased without salary 
increment. 

Ordinal 
Scale (5-
point Likert 
Scale) 

Parker 
&Decotii 
s, (1983) 
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3.8 Pilot Test 

The reliability and validity of the questionnaire were tested by carrying out a pilot 

study before it was distributed to the respondents. In conducting pilot test, researcher 

needs to get questionnaire instruments to a small group that carries the same 

characteristics with the actual respondent (Sekaran, 2003). A pilot study was 

conducted with 30 respondents involved in various departments at RMP 

Headquarters. Pilot test were analyzed for Cronbach Alpha value to test the reliability 

by using ‘Statistical Package for the Social Science’ (SPSS) via questionnaire that 

have been answered by the respondents. 

 

 

3.9 Data Collecting Procedures 

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. The data collection 

procedure for the pilot test among the RMP junior officers in various departments at 

headquarters has been granted permission from the department head to ensure the 

collection of data carried out smoothly. The questionnaire has been prepared given to 

the RMP junior officer via their respective department head by hardcopy. 
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3.10 Data Analysis Technique 

The questionnaire which has been collected processed by using SPSS version 26.0. 

SPSS was utilized to interpret and analyze the validity and reliability of the data 

collected and to test the research hypotheses. 

 

3.10.1  Descriptive analysis 

Descriptive analysis is used to produce a descriptive statistical analysis, such 

as mean, standard deviation, for each variable. Besides, it can summarize the raw data 

printed to speeds easily understood and interpreted (Sekaran, 2006). 

 

3.10.2 Reliability test 

Reliability test is a measure used to determine the consistency of a multiple item 

scale.  

 

3.10.3 Regression test 

A regression test is a manner of a linear influence that describes the relationship 

between two continues variables (Sekaran, 2006).  In general, studies that examine the 

incremental effects of two or more independent variables in a single dependent 

variable will normally use multiple regressions to analyse the data. Despite, multiple 

regressions do not capture the phenomenon where the correlation between an 

explanatory variable and dependent variable flow through one or more mediating 

variable (Sekaran and Bougie, 2010). In this study, correlation test is regarded as 

sufficient in interpreting the data.  
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3.11 The Reliability Of Instruments 

Reliability analysis is generally used to indicate the ability of the analysis to continue 

to perform its intended function (Hu & Du, 2013). The reliability test has been 

conducted for the purpose of testing the instrument reliability. The reliability 

coefficient (Alpha) value of less than 0.6 is considered poor, those in the range of 0.7 

are suitable, and those with a coefficient value of 0.8 or higher are generally 

acceptable. SPSS, pilot test gets 0.886 result and showed that these questionnaires can 

be proceed for the sample respondents. 

 

3.12 Summary 

This study involved 301 officers as research respondents to identify the stress level 

and factors. The questionnaire will be benchmarks for the research. This chapter 

explained about the classification of the survey questions with the methods to analyze 

the data. Overall, the selection of an appropriate methodology is very important to 

produce accurate findings. Chapter 4 will discuss the results obtained through the 

questionnaire and the data analysis of the results.  
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CHAPTER FOUR 

 
 

ANALYSIS AND FINDING 

 
 

4.1 Introduction 

This chapter discusses the output from the analysis carried out on the data collected 

from the distribution of questionnaire on the sample selected. The type of data in 

analyzing for 301 respondents in background such as gender, highest education level, 

and marital status, period of service, current position, working hours and department 

based on frequency and percentage. In addition, Pearson Correlation Analysis and 

Multiple Regression Analysis were used to find the relationship between the 

independent and dependent variables. 

 

4.2 Reliability Test 

In previous chapter the reliability test has been completed and the result as per Table 

4.1 which shows the value of Cronbach’s Alpha. For the 30 respondent the value 

output is 0.886. The result is more than 0.7 are considered as acceptable and the 

questionnaire can be used for the next 301 respondents. 
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Table 4.1 
Reliability Analysis 

Variable Cronbach’s Alpha Number of items 

Workload 0.866 8 

Workplace  0.845 9 

Working Condition 0.864 9 

Work Stress 0.789 8 

 

4.3 Background of Respondents 

The Frequency analysis which is done in this research is one of the crucial. This 

frequency analysis is conducted in following to get total number of the respondents is 

involved in this research with different value and indicates the percentage value. 

There are nine information related with the respondents in the Section A of the 

questionnaire, consists about age, gender, race, highest education level, marital status, 

period of services, current position, working hours and department. Due to the 301 

samples gained with different background and values, the demographic analysis done 

effectively. The most important thing is there is no missing data during running the 

data analysis. Descriptive statistic used to analyze the frequency and percent. Table 

4.2 shows the descriptive statistics of the control variables. 
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Table 4.2 
Demographic Characteristics of the Royal Malaysia Police Junior Officers At RMP 
Headquarters 
 
Items 

 
Categories 

Frequency 
(N=301) 

Percent  
(N %) 

 
Age 

 
20 – 30 years old 

 
108 

 
35.9 

  
21 – 40 years old 

 
145 

 
48.2 

  
41 – 50 years old 

 
44 

 
14.6 

  
51 years old and above 

 
4 

 
1.3 

 
 

 
Period Of Services 

 
Less 5 Years 

 
111 

 
36.9 

  
6 – 10 Years  

 
92 

 
30.6 

  
11 – 15 Years  

 
49 

 
16.3 

  
More Than 16 Years  

 
49 

 
16.3 

 
Current Position 

 
Probationary Inspector 
(P/INSP) 

 
98 

 
3.6 

 Inspector (INSP) 
 

203 66.9 

 
Gender 

 
Male 

 
195 

 
64.8 

  
Female 

 
106 

 
35.2 

 
Working Hours 

 
8 Hours and above 

 
205 

 
68.1 

 
Department 

 
JSJK 

 
48 

 
15.9 

  
JIPS 

 
43 

 
14.3 

  
SB 

 
60 

 
19.9 

  
JPJKK 

 
54 

 
17.9 

  
JSJ 

 
51 

 
16.9 

  
JSJN 

 
45 

 
15.0 

 
Race 

 
Malay 

 
145 

 
48.2 
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Chinese 

 
45 

 
15.0 

  
Indian 

 
72 

 
23.9 

  
Others 

 
39 

 
13.0 

 
Highest Education 
Level 

 
Bachelor Degree 

 
224 

 
74.4 

  
Master Degree 

 
69 

 
22.9 

  
Ph.D 

 
8 

 
2.7 

 
Marital Status 

 
Single 

 
100 

 
33.2 

  
Divorce 

 
27 

 
9.0 

  
Widow 

 
7 

 
2.3 

 

The 301 respondent’s samples gained by the researcher with different background and 

values so that the demographic analysis can be done effectively. Meanwhile for the 

age categories, only four respondents (1.3%) are within the group of above 50 years 

old whereas 145 people (48.2%) are between 31-40 years old. Besides, 44 

respondents (14.6%) aged between 41-50 years old while 108 of the respondents 

(35.9%) are coming from the group of 20-30 years old. For the research about the 

junior officer is respondents age between 31-40 years old, followed closely by the 

next age group of 20-30 years old. Basically, the distribution of the age group 

indicates that the police personnel in the police department are majority are below this 

age group which is junior officers. Slightly more than 15% are the police personnel 

that belong to the 40-50 above age group. 
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Then, in demographic profile based on the findings, composition for the gender 

showed 195 (64.8%) are male respondents and for the female 106 (35.2%) 

respondents whose participate in the study also all of them is from various department 

at headquarters. More than half of the respondents are male police personnel compare 

to female officers. This is maybe due to the fact that most of the administrative works 

even in the armed forces are being carried out by female workers rather than the male 

workers. In this research there is no respondent from administrative department take 

part. For the race, 145 (48.2%) or majority respondent is Malay, 72 (23.9%) are 

Chinese and 45 (15%) involved Indian respondents whereas the rest of 39 (13%) 

represent other races. 

 

Among the 301 respondents, 224 of them are from bachelor’s degree holder (74.4%) 

whereas 69 of them have completed their Master’s degrees (22.9%). Moreover, only 8 

respondents (2.7%) have completed their PHD degrees. The policy to enter to the 

interview as an inspector must have bachelor’s degree that’s is the one of the 

requirements. Other than that, second requirement to be a police officer is the 

compulsory physical tests. The higher education baseline allows the police officers to 

pursue their education in a higher level is based on the opportunities which are given 

by the government.  

 

For the marital status composition, the married respondents are 167 (55.5%) ranked 

as the largest number of respondents while married respondents’ total number is 100 

(33.2) following with total number of divorce respondents is 27 (9%) and the lowest 

ranked number is the widow 7 (2.3%) respondents. Meanwhile, for the service tenure, 
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there are four categories in the questionnaire where it infers to the less than five years, 

6-10 years, 11-15 years, and 16 years above. From the total of 301 respondents, 111 

(36.9%) respondents who are the largest group is categorized under less than five 

years in the service tenure, 92 (30.6%) respondents are identified under 6 to 10 years 

of services, 49 (16.3%) respondents serve 11 to 15 years and 49 (16.3%) respondents 

who are referred as the small group fall between more than 16 years of service.  

 

The ranking of the respondents which consist of the Probationary Inspector is 98 

(32.6%) respondents and while total number for the Inspector is 203 (67.4%) 

respondents. The distribution of the questionnaire in terms of ranking was according 

to the actual plan distribution, but the participant’s results were inconsistent. The 

reason could be related to the overloading responsibility in the working environment 

among the higher post police officers. 

 

Afterwards the large number of respondents which is 205 (68.1%) has to work more 

than 8 hours. The numbers of police officers working within 6 to 8 hours are less 

which are only 96 (31.9%) respondents. Most of them work above 8 hours because 

almost all of the emergency cases occur after the working hours and those cases need 

to be attended immediately by the police officers.  

 

Final part for the demographic profile in the questionnaire is about the department. 

This category includes the Commercial Crime Department (JSJK), Integrity 

Department (JIPS), Special Branch Department (SB), Crime Prevention and 

Community Safety Department (JPJKK), Crime Investigation Department (JSJ) and 
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Narcotic Investigation Department (JSJN). These are majorities of the police 

department in the Royal Malaysia Police which involved in a lot of cases and will be 

more junior officers appointed. Based on the survey conducted, 60 (19.9%) of the 

respondents are from the SB, 54 (17.9%) respondents from JPJKK, followed by 51 

(16.9) respondents from JSJ, 48 (15.9%) respondents from JSJK, then 45 (15%) 

respondents from JSJN and the 43 (14.3%) are from the JIPS.  

 

4.4 Descriptive analysis 

Descriptive analysis is used to analyze the independent variables and dependent 

variable. The descriptive statistics include mean and standard deviation for 

independent variables and dependent variable are indicated in Table 4.3. All of the 

variables are evaluated based on 5-point scale (1 = strongly disagree to 5 = strongly 

agree). The result for the work stress overall mean is 30.97 with the SD = 5.37 which 

is indicates that the work stress level among the junior police officers in RMP 

Headquarters is high. 

 

Based on the descriptive statistics, the highest mean is 32.49 with the SD= 7.44 falls 

under the factor of workplace relationships while the lowest mean 19.15 goes to the 

working conditions with the SD = 8.43. It can be assumed that most of the police 

officers are having work stress as the amount their workplace relationships. However, 

work load factor might cause some police officers feel unstressed. 
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Table 4.3 
Descriptive Statistics of the Main Variables (N = 301) 

Variables Mean Std. Deviation 

Working Conditions 19.15 8.43 

Workplace Relationships 32.49 7.44 

Workload 26.14 4.59 

Work Stress 30.97 5.37 

 
 

4.4.1 Working Conditions 

Table 4.4 below shows the descriptive analysis on the working conditions by the 

respondents. In this study, nine items are used to determine the working conditions 

towards the work stress level and the results show that majority of the junior police 

officers do feel stressful when it comes to their working conditions. According to the 

respondents, the highest mean is 2.58 which explains that the respondents facing a 

problem of understaffing at their department whereas the lowest mean is 1.75 where it 

describes that the respondents are do not have office to do their work. In short, the 

work stress caused by the working conditions can be categorized under the low level 

as the frequency value is 217 respondents as per Table 4.5 which is falls between the 

value of 1 which refers to the strongly disagreed and the value of 5 which refers to the 

strongly agreed. 
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Table 4.4 
Descriptive Analysis of the Working Conditions Among RMP Junior Officers at RMP  
Item Mean Std. Deviation 

I do not have office 1.75 1.12 

There is no air conditioner in my office. 1.98 1.36 

There is not good air quality or ventilation in the 

office. 

2.20 1.45 

There is not enough light in the office. 1.90 1.19 

The office is not reasonably decorated 2.10 1.22 

The office is not tidy and cleaned regularly 2.07 1.12 

There is not enough space in the office 2.30 1.04 

The office is overcrowded 2.27 1.09 

There is a problem of understaffing in my 

department 

2.58 1.13 

 

Table 4.5 
Level of Working Conditions Among RMP Junior Officers at RMP  
Level Frequency, n (%) 

 
Low 
 

217 (72.1%) 

Medium 
 

50 (16.6%) 

High 34 (11.3%) 
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4.4.2 Workplace Relationships 

Table 4.6 shows the descriptive analysis from the respondents regarding the 

workplace relationships. Nine items are used in the questionnaires under the 

workplace relationships and are analyzed. The result indicates that the highest mean 

value is 4.10 which come from the wish that had more assistance to deal with the 

burden placed upon at work. The question about not enough cooperation from 

supervisor and subordinates police officers which the result is 3.44 which is the least 

value of the mean obtained. Thus, it can be categorized under the medium level as the 

frequency value is 148 respondents as per Table 4.5 which is falls between the value 

of 1 which refers to the strongly disagreed, and the value of 5 which refers to the 

strongly agreed. 

 

Table 4.6 
Descriptive Analysis of the Workplace Relationships Among RMP Junior Officers at 
RMP  
Item 
 

 Mean Std. Deviation 

I wish that I had more assistance to deal with the burden 
placed upon me at work. 
 

 4.10 1.10 

I feel unpleasant with the way of my colleague treated me 
when do the work 
 

 3.55 1.05 

My supervisor is not helpful enough.  3.58 1.08 

My colleagues are unfriendly.  3.47 1.11 

Not enough cooperation from supervisor and subordinates  3.44 0.98 

 
I often argue with friends or colleagues 
 

  
3.47 

 
1.20 

Lately, I do things by myself instead of with other people.  3.72 0.97 
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Felt I often quarrel with supervisors.  3.53 1.10 

Lately, I am worried about how other at work views me.  3.64 1.08 

 

 

Table 4.7 
Level of Workplace Relationships Among RMP Junior Officers at RMP 
Level 
 

Frequency, n (%) 

Low 
 

6 (2%) 

Medium 
 

148 (49.2%) 

High 147 (48.8%) 
 

 
 

4.4.3 Workload 

Table 4.8 indicates the descriptive analysis of the workload which includes the eight 

items used in the measurement. For workload analysis, the result shows that the 

highest mean is 4.36 for the question like it seem like I have too much work for one 

person to do and the least mean value is 2.44 for the question I am given enough time 

to do what is expected to me on my job. Thus, it can be categorized under the medium 

level as the frequency value is 219 respondents as per Table 4.9 which is falls 

between the value of 1 which refers to the strongly disagreed and the value of 5 which 

refers to the strongly agreed. 
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Table 4.8 
Descriptive Analysis of the Workload Among RMP Junior Officers at RMP  

 
 
 
 
Table 4.9 
Level of Workload Among RMP Junior Officers at RMP  
Level Frequency, n (%) 

 
Low 
 

12 (4%) 

Medium 
 

219 (72.8%) 

High 
 

70 (23.3%) 

 
 

 

 

 

 

Item  Mean Std. 
Deviation 

It seems like I have too much work for one person to do 
 

 4.36 0.83 

The amount of work that I am required to do increasing all 
the time. 
 

 4.35 0.81 

I’m happy with my current workload.  2.59 1.13 

I am given enough time to do what is expected to me on my 
job. 

 2.44 1.10 

Not I am able to take sufficient breaks  2.82 1.23 

I am able to take sufficient breaks  2.66 1.01 

There is necessary for me to work after office hours/ 
weekends/ public holiday 
 

 2.77 1.45 

My responsibility increased without salary increment  4.15 1.11 
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4.4.4 Work Stress 

Table 4.10 indicates the descriptive analysis on the work stress by the respondents. In 

this study, eight items are used to determine the work stress. According to the 

respondents, the highest mean is 3.99 which explains that the respondents seldom 

rewarded for hard labor and efficient performance materials given to them whereas 

the lowest mean is 2.44 where it describes that the respondents are clear about the 

responsibility either to whom she/he should reports to or who is going to report to me. 

To conclude, the work stress is under the medium level as the frequency value is 219. 

Table 4.10 
Descriptive Analysis of the Work Stress Among RMP Junior Officers at RMP  

 

 

 

 

 

Item 
 

Mean Std. Deviation 

I have felt fidgety or nervous as a result of my job. 
 

3.75 1.089 

Working here makes it hard to spend enough time with my 
family. 

3.87 0.84 

I have too much work and too little time to do it in. 3.86 0.74 

I feel like I never have a day off. 3.89 0.82 

I have been fully tense. 3.89 0.88 

I feel like there is doing same work due to misunderstanding  3.85 0.79 

I am seldom rewarded for my hard labor and efficient 
performance 

3.99 0.82 

Lately, I always become more impatient than usual. 3.86 0.83 
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Table 4.11 
Level of Workload Among RMP Junior Officers at RMP  
Level 
 

Frequency, n (%) 

Low 
 

12 (4%) 

Medium 
 

219 (72.8%) 

High 
 

70 (23.3%) 

 
 
 

4.5 Normality Test 

The normality test is measured by the researcher using Skewness and Kurtosis. This 

study will use ±1.96 as the value of Skewness and Kurtosis as suggested by Hair et.al. 

(2009). From the Table 4.12 below, it shows that the value of Skewness and Kurtosis 

for work stress, working conditions, workplace relationships and workloads are 

between ±1.96 which shows the normality of the data. 

 

Table 4.12 
Test of Normality – Skewness and Kurtosis Values  
Variables Skewness Kurtosis 

 Values Std. Error Values Std. error 

Work Stress -.0.48 0.140 -0.902 0.280 
 

Working Conditions 1.035 0.140 0.209 0.280 
 

Workplace 
Relationships 
 

0.168 0.140 0.905 0.280 

Workloads 0.107 0.140 -0.331 0.280 
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4.6 Pearson’s Correlation Analysis 

For this analysis, the research is to examine whether the independent variables have 

the relationship with dependent variables or not. The Table 4.13 below shows the 

correlation analysis of the research. The Table 4.13 of correlation analysis shows that 

work stress among junior police officer have a positive correlation with workplace 

relationships in which r = 0.002 and p = 0.177. While for working conditions and 

workload relationship there is significant value which is r = 0.000 and p = 0.206. 

Table 4.13 
Result of Correlation Analysis (n=301) 

Correlation Work 
Stress 

Working 
Conditions 

Workplace 
Relationships 

Workload 

Work Stress Correlation 
Coefficient 

1.000 .105 .177** .031 

Sig. (2-tailed) . .069 .002 .588 
N 301 301 301 301 

 
Working 
Conditions 

Correlation 
Coefficient 

.105 1.000 -.053 .206** 

Sig. (2-tailed) .069 . .363 .000 
N 301 301 301 301 

      
Workplace 
Relationships 

Correlation 
Coefficient 

.177** -.053 1.000 .001 

Sig. (2-tailed) .002 .363 . .980 
N 301 301 301 301 

      
Workload Correlation 

Coefficient 
.031 .206** .001 1.000 

Sig. (2-tailed) .588 .000 .980 . 
N 301 301 301 301 
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4.7 Multiple Regression Analysis 
 

The influence of the relationship between the continuous dependent variable and the 

independent variables is investigated using multiple regression analysis. Multiple 

regressions are following the correlation, but also allow for a more in-depth analysis 

of the interrelationships between a number of variables (Pallant, J 20015). The 

analysis output determines the strength of the influenced variables relationship which 

is more significant. The multiple regression analysis results are shown in the Table 

4.14 below: - 

 

Table 4.14 
A Model Summary of Multiple Regressions  

*significant value p<0.05 

Multiple regression output shown in the Table 4.14 indicates that, independent 

variables of workplace relationships (p = 0.002) showed a significant relationship 

with the dependent variable. However, another two more independent variables 

namely working conditions, and workload didn’t show any relationships and 

influence on work stress level because of the value of p<0.05. 

 

Model R R 

Square 

Adjusted 
R 

Square 

Std. Error 
Of The 

Estimate 

ANOVA 
Sig. 

Coefficients 
Sig. 

Workplace 
Relationships 
 

0.22
1 

0.49 0.039 0.529 0.002 0.001 

Working 
Conditions  
 

     0.051 

Workloads      0.715 
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Based on SPSS output, it shown that one independent variable which is workplace 

relationships is significantly influenced work stress among RMP junior officers at 

RMP headquarters. There are two independent variables that is not significantly 

influenced work stress among RMP junior officers at RMP headquarters which is 

working conditions and workload. The result show that all of the independent 

variables explained 3.9% of the variation in work stress among RMP junior officers at 

RMP headquarters. As overall the model is good fit (p = 0.002). 

 

4.8 Summary of Hypothesis Testing 

There are variations of the hypothesis results that can be seen in this study and Table 

4.15 indicates briefly about the hypothesis results which analyzed by the researcher. 

An analysis of Multiple Regression coefficient explained that all hypotheses are 

accepted and have a significance influence between both variables which is 

independent and variable. 

 
Table 4.15 
Summary of Hypotheses Testing (n=301) 
 Hypotheses  p Result 

 
H1 

 
There is significant relationship between 
work condition and work stress among 
RMP junior officers 
 

 
0.072 

 
0.051 

 
Rejected 

 

H2 
There is significant relationship between 
workplace relationships and work stress 
among RMP junior officers. 

 

0.142 

 

0.001 

 

Supported 

 

H3 
There is significant relationship between 
workload and work stress among RMP 
junior officers. 

 

0.025 

 

0.715 

 

Rejected 
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4.9 Conclusion 

The results from the data analysis of this study are described in this chapter with 

several questionnaires. The respondent’s profile is collected in demographic profile to 

be presented. This study also has identified the influence of independent variables 

towards dependent variables which is in parallel with the research objectives. Based 

on the Table 4.14, the research analysis using the Multiple Regression analysis found 

that 1 hypothesis is significant and the dependent variable has an ability to be 

influenced by the independent variables. However, this research would be an 

interesting topic to be discussed in the future research and to be explored by doing it 

with a different population or by looking at the different set of variables. In the 

Chapter Five will discuss on limitations and the result findings of the research also 

will conclude the recommendation for future study. 

 



CHAPTER FIVE 

 

DISCUSSION AND CONCLUSION 

 
 
 

5.1 Introduction 

In this chapter, the research’s results will be reviewed and discussed in details with 

the factors that caused the work stress. The discussion will be focusing on the 

research objectives, the contribution of study, the limitations of study, the 

implications and the recommendations for future research studies are also provided. 

 

5.2 Discussion on Research Findings 

Police occupation is a well-known job regarded as the most stressful occupation in the 

current development country. This stress also due to the demanding and challenging 

nature of the policy itself which is associated with the prevention of crime and 

maintaining law and order. According to research on policing occupational work 

stress, several factors known as career stressors play a significant role in predicting 

and affecting policing. Various work stress models have also been developed over 

time to include descriptions of work stress factors and outcomes.  

 

The scope of study is encompassing around RMP in particular of junior police office 

which just started their work as a police officer. The actual reason choosing this 

research because although there are some studies about work stress among police 
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officer but for the junior officers which join as a Probationary Inspector (P/INSP) and 

confirm as an Inspector facing more stress at headquarters. This research is being go 

through with 301 respondents to identify the relationship between work stress factor 

among RMP junior officers at RMP headquarters considering working conditions, 

workplace relationships and workload as the independent variable and work stress as 

the dependent variables. In this chapter will be elaborate the findings and the results 

based on the objective research.  

 

5.2.1 The Relationships between Working Conditions and Work Stress 

This research focuses on the relationships between working conditions and work 

stress among junior police officers. Working conditions is can be said as a workplace 

condition in which the employee, including such as amenities, physical environment, 

stress and noise level, safety, office politics, and others (Manshor et al, 2003). To 

identify the relationship between working conditions and work stress are measured in 

term of the physical environment, noise level, safety, cleanness, office space, and 

working station outcome. SPSS version 26.0 was used to analyze the multiple 

regression and the result is working conditions did not significant relationships with 

work stress. However past research findings inconsistency which is Cooper & Payne 

(1978), the model regarding stress stated working conditions is the main factor of 

work stress in organizations. Job characteristics or working condition that are thought 

to be important for well-being include qualitative and quantitative workload, the 

control or discretion workers have over the way they perform tasks, the level of task 

repetitiveness, and role ambiguity. The way in which jobs are designed, and the way 
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they are designed in relation to technologies, is thought to be a major determinant of 

job characteristics. The study result shows that working condition in study location 

were designed accordingly and follow the labor law and standard operational 

procedures.  

 

There is almost in all sector will be conduct research the relationship between 

working conditions and work stress with proposed that working conditions factor 

does have relationship on work stress. The result from this research finding that 

physical environment such as cleanness, office space, working station air quality, 

insufficient resources, lighting; temperature and overcrowded space are not 

significant to be predict the junior officers work stress. 

 

5.2.2 The Relationships between Workplace Relationships and Work Stress 

This study factor is to identifying the connection between workplace relationships and 

work stress among new junior officers. The research result showed on the multiple 

regression analysis, supervising factor is significant with the work stress. This result 

is consistent with the previous findings in relationship between supervisor factor and 

work stress. The research regarding supervising relationship with work stress been 

done on law enforcement, education, customer service and etc.  

 

Based on other sector research there is relation between workplace relationships and 

work stress. Due to that in this research the questionnaires are related to the 

supervising and colleagues applied to support on the workplace relationships stress 
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factor. The unpleasant treatment from supervisor and colleagues, which is not helpful, 

lack of cooperation and unfriendly are perceived as the main factor that influence 

work stress among junior officers. Miscommunication between supervisor and 

employee will cause to the argument and quarrel which is will lead to the work stress. 

This research result is gathered that relationship with supervisor and colleagues lead 

to stress which is significantly positive that junior police officers facing the work 

stress with the hypothesis is supported. 

 

The research findings shown the working relationship is the most significant to the 

work stress. Poor supervising and the culture of seniority affected the junior officer 

performance and holding the burden of work. Although same position but due to the 

seniority, junior officer needs to learn their work on their own. Unpleasant respond 

from colleagues affected the relationship.    

 

5.2.3 The Relationships between Workload and Work Stress 

This research objective is to identify the connection between workload and work 

stress among new junior officers. The multiple regression analysis result showed that 

the workload not significant relationship with the work stress. However, there are 

research been conducted in regards to work stress and workload and identified as a 

significant potential work stressor (Diestel & Schmidt, 2009). To identify the 

relationship between workload and work stress are measured in term of too much of 

work, increasing of work, did not have time to finish the current work, did not have 

sufficient breaks and working on holidays. 



58 
 
 

 

Although this research showed workload not significant relationship with work stress 

but the workload having a positive relationship between working conditions. These 

two independent variables are doing not have a relationship with work stress. Due to 

workload have the relationship between working conditions it can be described that 

physical environment plays the main role in workload. The physical environment 

such as insufficient resources will lead to working on holidays and work will be 

increased. This is because the stress level increases according to multiplication of 

work elements recognized as being stressful. It is a function of the accumulated 

elements being considered more stressful than a highly stressful aspect. This finding 

supports the idea advanced by psychosocial models that the more individuals have to 

face difficult events, the more they are likely to experience health problems 

 

5.3 The Implications of Study 

This research used Cooper and Marshall’s (1976) five sources of stress model that 

consists of five stress factors. Cooper and Marshall specify the sources of stress in the 

workplace, determinants of how an individual will react to these pressures, develop 

acute symptoms, and eventually enter the process of chronic illness affecting physical 

and/or mental health (Cooper and Marshall 1976). Cooper and Marshall used to 

analyze the prevalence of work stress among RMP junior officers at RMP 

headquarters. This model also became guideline to explaining the theoretical 

framework together with hypothesis. The variable used to examine is working 

conditions, work relationship and workload which relationship with work stress. 
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While for this research which is been done the result indicated poor supervisory and 

not helpful colleagues from workplace relationships questionnaire as the main 

contributing factors that has positive and significant relationships with junior officer’s 

work stress at headquarters. However, working conditions and workload are non-

significant factor in determining work stress.  

 

Although the result on this research is inconsistently dissimilar from the other 

research but for the current situation for junior officers at headquarters is relevant. 

This inconsistence finding due to indifferences type of occupation, employee’s 

characteristics, job scope, leadership, policies and responsibilities. This research 

found that work stress factor related to poor supervisory and unhelpful colleagues will 

lead to behavioral effect on police officer’s work. The management of RMP at 

headquarters not been addressed properly it will affect overall organization 

performance. Based on the results, there are few interventions strategies can be taken 

to use by the RMP for future implementation.  

 

There is a suggestion to avoid poor supervisory such as job rotation, which are 

transfer police officers from another department to a new environment. This will 

minimize the problem of poor supervisory because the officers are keeping change 

and the colleagues won’t be the same in a different department. This will motivate 

and make the officer more responsible to make friends and can work freely without 

any work stress. 
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Most of the supervisor in higher rank is from hard timework, which there is only 

typewriter to type report and only using walkie-talkie. In this case, the higher ranks 

officers feel the junior officers must learn their own without depend on the 

supervisors. The suggestion to solve this problem is to arrange some relevant course 

such as leadership training or team building that make sharing information and make 

the supervisor feel comfortable with all the employees’ also enhanced leaderships and 

communications skills. By providing training to the superior, it will educate and 

enhanced knowledge and maturity upon supervising and handling their employees.  

 

5.4 Limitation of the Research 

The research focuses only on RMP headquarters which is limited only junior officers 

at the headquarters. Therefore, the findings and output of findings of this study is not 

generalized to all police not only junior officers. Another limitation is regarding the 

department which has been taken only six departments out of 10 departments. Due to 

time limitation and pandemic covid-19 there is restriction movement and additional 

work to secure the public.  

 

This research is quantitative method and easily can collect the data from respondents 

which are from targeted junior policer officers. Quantitative is an easy method to 

collect data because there is no formal early assessment and prior interviews session 

that was first conducted to gather information in relations to this study. Qualitative 

method must have done the interviews and observation process that will gives 

accurate sources of information to complete the study with more reliable results. The 
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independent variables used in this research were limited to three independent 

variables which is working conditions, workplace relationships and workload. There 

could be more factor cause the work stress as per the Cooper and Marshall’s (1976) 

five source of stress model. This model can be use and adopted as a theoretical 

framework for future development in RMP policies which affect the junior police 

officers. 

 

5.5 Suggestion for Future Research 

The limitation was encounter that indirectly affects the outcome in term of quality of 

results of this research. This study was somewhat constricted and only focused on at 

RMP headquarters and focusing on the relationships between work stress factor and 

the outcome of work stress among junior police officers. The future analysis should 

be from other subset of RMP in the other state or district and the result or outcome 

can be compare with existing findings to look into the significant. This suggestion is 

due to the nature of work which is involved with public environment and expose to 

the ground work. The important is in the future there are more factors or independent 

variables which effect the junior police officers so there should have emphasized 

more and interventions strategy to help generated valuable information to prevent or 

minimize the work stress. 

 

5.6 Conclusion 

This research investigates the working conditions, workplace relationships and 

workload which have relationship between work stress among the junior police 
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officers in the Royal Malaysian Police Headquarters (RMP). This research also is one 

of the ways in enhancing the understanding the work stress factor that effected among 

junior police officers. The result can be use by the management of RMP to produce 

quality and productivity junior officers and supervisor. The objective of this research 

is achieved and the hypothesis been answered to conclude the research. Effective 

occupational stress has a high proclivity to solve work stress issues in any 

organization, hope the management understands the issues and try to find out the 

solution to improve and increase the productivity without fail. 

 

In line with the findings of this study, all parties should organize measures, 

especially the head of department and the Ministry of Home Affairs to ensure the 

provision of a work environment climate that is able to maintain the well -being of 

employees. As noted by previous researchers, police work is one of the jobs that 

have a high level of stress. Thus, by organizing measures through programs and 

policy implementation can curb issues related to pressure among police officers, 

especially junior officers in the RMP. 
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APPENDIX A: QUESTIONAIRE 

 

 
 
 

THE PREVALENCE OF WORK STRESS AMONG ROYAL MALAYSIA 

POLICE (RMP) JUNIOR OFFICERS AT RMP HEADQUARTERS  

The intention of this survey is to study the prevalence of work stress among 
Royal Malaysia Police (RMP) junior officers. Your involvement is voluntary to 
answer the following questionnaire. Your answer will be kept confidential. 

 
 

Informed Consent Form 

 
I would like to invite you to participate in a research study assessing the 
prevalence of work stress among Royal Malaysia Police (RMP) junior officers. 
My name is Prakash s/o Angamuthu and the data collected in this questionnaire 
will help to fulfill the requirements for a Master of Science in Occupational Safety 
and Health Management, University Utara Malaysia. I am glad that I been 
supervising with guidance of Dr. Marziya Binti Zahar in this research. 
Participation requires answering the following questions on the questionnaire. 
There is no planned use of deception involved in this study. 

Your Privacy: Your participation in this study and your responses will be kept 
confidential. Any reference to you will be by pseudonym, including any direct 
quotes from your responses. This document that might personally identify you as 
a participant in this study will be kept confidential that only the researcher will 
have access to. 

 

Date :    
 

Signature :    
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PART A: DEMOGRAPHIC PROFILE 

1. Age     20 – 30 years old 

    31 – 40 years old 

    41 – 50 years old 

    51 and above 

2. Gender    Male 

    Female 

3. Race    Malay 

    Chinese 

    India 

    Others 

   
4. Highest Education Level Bachelor Degree 

     Master Degree 

     Ph.D. 

 

5. Status  Single 

 Married 

 Divorce 

 Widow 

 

6. Period Of Service  Less than 5 years 

 6 – 10 years 

 11 – 15 years 

 More the 16 years 

 

7. Current Position  Probationary Inspector (P/INSP) 

    Inspector (INSP) 

 

8. Working Hours  6 to 8 hours 

     8 hours and above 

 

9. Department  ………………….................. 
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Scale: 

1 = Strongly Disagree (SDA) 

2 = Disagree (DA) 

3 = Somewhat Agree (SWA) 

4 = Agree (A) 

5 = Strongly Agree (SA) 

PART B: WORK STRESS 

Please read each statement carefully and decide how you feel about your occupation / work as 
described by the following statement. 

 

 
 
 

No. Items 1 2 3 4 5 
1. I have felt fidgety or nervous as a result of my job. 1 2 3 4 5 
2. Working here makes it hard to spend enough time with my 

family. 
1 2 3 4 5 

3. I have too much work and too little time to do it in. 1 2 3 4 5 

4. I feel like I never have a day off. 1 2 3 4 5 

5. I have been fully tense. 1 2 3 4 5 

6. I feel like there is doing same work due to misunderstanding  1 2 3 4 5 

7. I am seldom rewarded for my hard labor and efficient 
performance 

1 2 3 4 5 

8. Lately, I always become more impatient than usual. 1 2 3 4 5 
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Scale: 

1 = Strongly Disagree (SDA) 

2 = Disagree (DA) 

3 = Somewhat Agree (SWA) 

4 = Agree (A) 

5 = Strongly Agree (SA) 

PART C: WORKING CONDITIONS 

Please read each statement carefully and tick your selection. This section is to measure a 
perceived stress in response to working conditions. 
 

 

 
 

No. Items 1 2 3 4 5 
1. I do not have office 1 2 3 4 5 
2. There is no air conditioner in my office. 1 2 3 4 5 

3. There is not good air quality or ventilation in the office. 1 2 3 4 5 

4. There is not enough light in the office. 1 2 3 4 5 

5. The office is not reasonably decorated 1 2 3 4 5 

6. The office is not tidy and cleaned regularly 1 2 3 4 5 

7. There is not enough space in the office 1 2 3 4 5 

8. The office is overcrowded 1 2 3 4 5 

9 There is a problem of understaffing in my department 1 2 3 4 5 
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1 = Strongly Disagree (SDA) 

2 = Disagree (DA) 

3 = Somewhat Agree (SWA) 

4 = Agree (A) 

5 = Strongly Agree (SA) 

 

PART D: WORKPLACE RELATIONSHIPS 

Please read each statement carefully and tick your selection. This section is to measure a 
perceived stress in response to situations in a person’s life on the perception of stress. 

 

 

 

No. Items 1 2 3 4 5 
1. I wish that I had more assistance to deal with the burden 

placed upon me at work. 
1 2 3 4 5 

2. I feel unpleasant with the way of my colleague treated me 
when do the work 

1 2 3 4 5 

3. My supervisor is not helpful enough. 1 2 3 4 5 
4. My colleagues are unfriendly. 1 2 3 4 5 

5. Not enough cooperation from supervisor and subordinates 1 2 3 4 5 
6. I often argue with friends or colleagues 1 2 3 4 5 

7. Lately, I do things by myself instead of with other people. 1 2 3 4 5 
8. Felt I often quarrel with supervisors. 1 2 3 4 5 
9. Lately, I am worried about how other at work views me. 1 2 3 4 5 
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1 = Strongly Disagree (SDA) 

2 = Disagree (DA) 

3 = Somewhat Agree (SWA) 

4 = Agree (A) 

5 = Strongly Agree (SA) 

 

 
PART E: WORKLOAD 

Please read each statement carefully and tick your selection. This section is to measure a 
perceived stress in response to situations in a person’s life on the perception of stress. 

 

 
 

No. Items 1 2 3 4 5 
1. It seem like I have too much work for one person to do 1 2 3 4 5 

2. The amount of work that I am required to do increasing all 
the time. 

1 2 3 4 5 

3. I’m happy with my current workload. 1 2 3 4 5 
4. I am given enough time to do what is expected to me on 

my job. 
1 2 3 4 5 

5. Not I am able to take sufficient breaks 1 2 3 4 5 
6. I am able to take sufficient breaks 1 2 3 4 5 

7. There is necessary for me to work after office hours/ 
weekends/ public holiday 

1 2 3 4 5 

8. My responsibility increased without salary increment 1 2 3 4 5 
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APPENDIX B – FACTOR ANALYSIS OUTPUT 

 

1. Frequency Distribution for Variables 
 
 

AGE 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid 20-30 108 35.9 35.9 35.9 

31-40 145 48.2 48.2 84.1 

41-50 44 14.6 14.6 98.7 

51 ABOVE 4 1.3 1.3 100.0 

Total 301 100.0 100.0  
 

GENDER 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid MALE 195 64.8 64.8 64.8 

FEMALE 103 34.2 34.2 99.0 

3 3 1.0 1.0 100.0 

Total 301 100.0 100.0  

 
RACE 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid MALAY 145 48.2 48.2 48.2 

CHINESE 45 15.0 15.0 63.1 

INDIAN 72 23.9 23.9 87.0 

OTHERS 39 13.0 13.0 100.0 

Total 301 100.0 100.0  
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HIGHEST EDUCATION 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid BACHELOR 224 74.4 74.4 74.4 

MASTER 69 22.9 22.9 97.3 

PHD 8 2.7 2.7 100.0 

Total 301 100.0 100.0  
 

MARITAL STATUS 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid SINGLE 100 33.2 33.2 33.2 

MARRIED 167 55.5 55.5 88.7 

DIVORCE 27 9.0 9.0 97.7 

WIDOW 7 2.3 2.3 100.0 

Total 301 100.0 100.0  

 
PERIOD OF SERVICES 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid LESS 5 YEARS 111 36.9 36.9 36.9 

6-10 YRS 92 30.6 30.6 67.4 

11-15 YRS 49 16.3 16.3 83.7 

MORE 16 YRS 49 16.3 16.3 100.0 

Total 301 100.0 100.0  

 
CURRENT POSITION 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid P. INSP 98 32.6 32.6 32.6 

INSP 193 64.1 64.1 96.7 

3 8 2.7 2.7 99.3 

4 2 .7 .7 100.0 

Total 301 100.0 100.0  
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WORKING HOURS 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid 6-8 HRS 96 31.9 31.9 31.9 

8 HRS> 193 64.1 64.1 96.0 

3 8 2.7 2.7 98.7 

5 2 .7 .7 99.3 

6 2 .7 .7 100.0 

Total 301 100.0 100.0  

 
 

DEPARTMENT 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid JSJK 48 15.9 15.9 15.9 

JIPS 43 14.3 14.3 30.2 

SB 60 19.9 19.9 50.2 

JPJKK 54 17.9 17.9 68.1 

JENAYAH 51 16.9 16.9 85.0 

NARKOTIK 45 15.0 15.0 100.0 

Total 301 100.0 100.0  
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APPENDIX C – MEAN AND STANDARD DEVIATION 

 
 

Descriptive Statistics 

 N Mean Std. Deviation 

Working Conditions 301 30.97 5.365 

Workplace Relationships 301 19.15 8.434 

Workload 301 32.49 7.443 

Work Stress 301 26.14 4.587 

Valid N (listwise) 301   
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APPENDIX D – DESCRIPTIVE ANALYSIS 

 

1. Part B: Work Stress 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Item Mean Std. Deviation 
I have felt fidgety or nervous as a result of my job. 
 

3.75 1.089 

Working here makes it hard to spend enough time with 
my family. 

3.87 0.84 

I have too much work and too little time to do it in. 3.86 0.74 

I feel like I never have a day off. 3.89 0.82 

I have been fully tense. 3.89 0.88 

I feel like there is doing same work due to misunderstanding  3.85 0.79 

I am seldom rewarded for my hard labor and efficient 
performance 

3.99 0.82 

Lately, I always become more impatient than usual. 3.86 0.83 
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2. Part C: Working Conditions 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Item Mean Std. Deviation 
I do not have office 
 

1.75 1.12 

There is no air conditioner in my office. 1.98 1.36 

There is not good air quality or ventilation in the 
office. 

2.20 1.45 

There is not enough light in the office. 1.90 1.19 

The office is not reasonably decorated 2.10 1.22 

The office is not tidy and cleaned regularly 2.07 1.12 

There is not enough space in the office 2.30 1.04 

The office is overcrowded 2.27 1.09 

There is a problem of understaffing in my department 2.58 1.13 
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3. Part D: Workplace Relationship  

 
Item Mean Std. Deviation 
I wish that I had more assistance to deal with the burden 
placed upon me at work. 
 

4.10 1.10 

I feel unpleasant with the way of my colleague treated me 
when do the work 
 

3.55 1.05 

My supervisor is not helpful enough. 3.58 1.08 

My colleagues are unfriendly. 3.47 1.11 

Not enough cooperation from supervisor and subordinates 3.44 0.98 

I often argue with friends or colleagues 3.47 1.20 

Lately, I do things by myself instead of with other people. 3.72 0.97 

Felt I often quarrel with supervisors. 3.53 1.10 

Lately, I am worried about how other at work views me. 3.64 1.08 
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4. Part E: Workload 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Item Mean Std. Deviation 
It seem like I have too much work for one person to do 
 

4.36 0.83 

The amount of work that I am required to do increasing all 
the time. 
 

4.35 0.81 

I’m happy with my current workload. 2.59 1.13 

I am given enough time to do what is expected to me on my 
job. 

2.44 1.10 

Not I am able to take sufficient breaks 2.82 1.23 

I am able to take sufficient breaks 2.66 1.01 

There is necessary for me to work after office hours/ 
weekends/ public holiday 
 

2.77 1.45 

My responsibility increased without salary increment 4.15 1.11 
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APPENDIX E: MULTIPLE REGRESSION ANALYSIS 
 

 Multiple Regression Analysis 
 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 24.317 2.252  10.797 .000 

Total C 

(Working 

Condition) 

.072 .037 .114 1.961 .051 

Total D 

(Workplace 

Relationships) 

.142 .041 .197 3.470 .001 

Total E 

(Workload) 

.025 .067 .021 .365 .715 

a. Dependent Variable: Total B 

 
 

Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .221a .049 .039 5.259 

a. Predictors: (Constant), Total E, Total D, Total C 
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