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ABSTRACT 

 

 

This study aimed to examine the relationship between work-to-life conflict and job stress 

as well as the role of social support as a moderator at Hospital Enche’ Besar Hajjah 

Kalsom, Kluang Johor. The objective of this study are to identify the level of work-to-life 

conflict and job stress. In addition, the objective of this study are also to study relationship 

between work-to-life conflict and job stress and to determine whether social support 

moderate the relationship between work-to-life conflict and job stress among the nurses at 

Hospital Enche’ Besar Hajjah Kalsom, Kluang, Johor. This study used data collection 

method by using questionnaires and simple random sampling. A total of 191 set of 

questionnaires received were analysed using Statistical Package for social Science (SPSS) 

20.0 software. The findings are presented in the form of percentage and mean, the analysis 

of correlation and hierarchical multiple regression. The study found that nurses in the 

hospital experience the moderate level of work-to-life conflict and job stress. The findings 

also found that there is significant relationship between work-to-life conflict and job stress. 

Furthermore, the results show that social support was unable to moderate the relationship 

between work-to-life conflict and job stress among the nurses. At the end of the study, 

several improvement proposals submitted to reduce work-to-life conflict and job stress 

among the nurses as well as making recommendations for future studies. 
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ABSTRAK 

 

 

Kajian ini bertujuan untuk mengkaji hubungan antara konflik kerja ke keluarga dan 

tekanan kerja serta peranan sokongan social sebagai moderator di hospital enche’ besar 

hajjah kalsom kluang johor. Objektif kajian ini adalah mengenalpasti tahap konflik dan 

tahap tekanan kerja disamping untuk melihat sama ada terdapat hubungan di antara konflik 

dan tekanan kerja serta seterusnya mengenalpasti sama ada sokongan social bertindak 

sebagai moderator terhadap hubungan konflik dan tekanan kerja di kalangan jururawat di 

hospital enche’ besar hajjah kalsom, kluang, johor. Kajian ini menggunakan kaedah 

pengumpulan data secara soal selidik dan menggunakan persampelan rawak mudah. 

Sebanyak 191 set soal selidik yang diterima telah dianalisis dengan menggunakan kaedah 

perisian Statistical Package for social Science(SPSS) 20.0. dapatan kajian dipersembahkan 

dalam bentuk peratusan dan min, analisis korelasi dan analisis regrasi. Hasil Kajian 

mendapati nurses di hospital mengalami tahap konflik dan tahap tekanan stress yang 

sederhana. Dapatan kajian juga mendapati bahawa konflik mempunyai hubungan yang 

significant dengan job stress. seterusnya, hasil kajian menunjukkan bahawa sokongan 

social tidak dapat mengurangkan konflik dan stress di kalangan nurses. Di akhir kajian ini, 

beberapa cadangan penambahbaikkan dikemukakan bagi mengurangkan lagi konflik dan 

tekanan kerja di kalangan jururawat serta mengemukakan cadangan untuk kajian-kajian 

akan datang. 
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CHAPTER 1 

 

 

 

 

INTRODUCTION 

 

 

 

 

1.1  Background of Study 

 

 

Employees are important assets to the organization because without them the 

organization will not be able to achieve its objectives. According to Smith (2012), 

employee wellbeing should be a major concern to the organization. The interdependence 

between employees and the organization is so significant that the organization will not be 

able to function as effectively as it wants without the other.  

 

 

There are various factors that may affect employee wellbeing, including poor working 

conditions, ambiguous role and responsibility, ludicrous work demands, nonsensical 

working hours as well as lack of supervisory and organizational support (Fu and Shaffer, 
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2001; Boren, 2010). Malaysia Psychiatric Association (2006) asserts that the consequences 

of these factors often lead to employee job stress. In addition, according to Murphy (1995); 

Palmer, Cooper and Thomas (2003), high cases of depressions, turnover rate, absenteeism, 

signs of fatigue and anxiety are among the indicators of an unwell employee. 

 

 

Job stress could be considered as a common illness faced by today’s employees due to 

numerous disturbances and pressure at workplace. Ongori and Agolla (2008) assert that job 

stress is now becoming a great concern to organizations, employees and other stakeholders 

in organizations as a result of fast-paced working environment, as well as the fast changing 

technological development we are now experiencing. Furthermore, Malaysian Psychiatric 

Association (2006) claimed that employees often experience job stress for various reasons 

such as poor working condition, overwhelming work pressure, lack of incentive, lack of 

recognition by the management and conflicts with colleagues. Job stress also occurs when 

the work hours are long and inflexible. More hours are spent at work mean less time spent 

at home, causing a condition that researchers refer to as work-life conflict. Greenhaus and 

Beutell (1985) defined work-life conflict as a form of inter-role conflict in which the 

pressures from work and family domains are mutually incompatible. Palmer et al. (2003) 

contends that job stress often leads individuals to experience exhaustion, depression, as 

well as becoming emotionally unstable and most likely to get burnout. When employees 

are experiencing these conditions, conditions referred to as work-life conflict, the 

organization will most likely suffer if no appropriate intervention is considered and taken 

(Fu and Shaffer, 2001). 

 

 

Thanacoody, Timothy and Gian (2009), propose that in order to control or reduce 

employees work-to-life conflict, social support is the key. Social Support refers to the 

support system and organizations may provide to its employees. This support system 
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usually comes in the form of emotional support (Lazarus & Folkman, 1984; Ahmad, 2007; 

Jensen, 2007), instrumental supports (Pitt-Catsouphes, Matz-Costa & MacDermind, 2007; 

Jensen, 2007; Thanacoody et al., 2009) or informational support (Jensen, 2007; 

Thanacoody et al., 2009). It is imperative that organizations provide these supports as a 

preventive action to avoid job stress from occurring among its employees. Wallace (2005) 

also found that social support can act to buffer the negative effect of job stress and work-

to-life conflict. It shows social support is one of the variables which can help to reduce job 

stress among nurses. Therefore, the organization should emphasize social support as an 

important element in managing problems such as work-to-life conflict and job stress. 

When social support is ignored by the organization, it can give adverse effects on the 

performance of the organization. Welfare of nurses should be a priority because they deal 

with the patients which are the client of the organization. When nurses are not able to 

provide the best service to patients, the organization itself will receive many complaints 

and that hospital will earn a bad reputation among the hospitals in Malaysia. 

 

 

 

 

1.2  Problem Statement 

 

 

Work-to-life conflict is a matter that should be of concern to every organization. 

Greenhaus and Beutell (1985) stated that participation in one role makes it difficult to 

participate in another role. Therefore, interrole conflict will occur. In fact, this is more 

likely to occur when the employee is married especially female (Lo, 2003). The multiple 

roles that the employee has to play as wife, mother and worker often increases the 

likelihood for job stress to happen. Work-to-life conflict can occur when there is conflict 

that comes from work which interrupts daily life of the employees (Greenhaus and Beutell, 



17 

 

1985; Fu and Shaffer, 2001).  Three dimensions of work-to-life conflict are always faced 

by working people, particularly married people, namely time-based conflict, strain-based 

conflict and behavioral based conflict  (Greenhaus and Beutell ,1985; Carlson et al. ,2000; 

and Fu and Shaffer, 2001). Therefore, if the level of work-to-life conflict is out of control, 

it will give a significant impact to the individual and organization. Blackman and Murphy 

(2012) stated that work-to-life conflict caused damaging effects on essential individual 

outcomes and organizational outcomes. For example, Zhang, Griffeth and Fried (2012) 

contended that work-to-family conflict is critical and often is associated with work-related 

consequences such as job stress. 

 

 

Job stress is highly likely to occur among workers whose jobs require them to be on-

call or jobs that require them to spend more time at work than their normal working hours. 

Strenuous working conditions and jobs that require high demands of accuracy and 

precision are also among the contributing factors that cause employees to experience job 

stress. Hence, it is not surprising when a study indicates that nursing is Malaysia’s fourth 

most stressful job (Parzi & Ahmad, 2011). According to Beh and Loo (2011), nurses have 

very demanding and strenuous working hours. On top of the high demand of accuracy and 

precision expected of the profession, nurses are also front liners who not only have to 

entertain the doctors and the patients, but also the public. Hence, at the end of their shift, 

they are found not only to be physically but psychologically drained as well which often 

affects their personal life. Hence, having nurses who have high level of job stress should be 

avoided because the consequences could be dire to not only to the individuals, but also the 

organization and the public as well. 

 

 

Leka et al. (2003), Health Advocate (2009) stated that job stress happens when there is 

the existence of work-to-life conflict. Therefore, Allen and Amstrong (2006) found that 



18 

 

work-to-life conflict relates to the health and well-being of employees. Hence in this study, 

the relationship between work-to-life conflict and job stress is postulated. Therefore, in 

order to reduce or buffer the relationship between work-to-life conflict and job stress; 

having social support is good for help. Park, Wilson and Lee (2004) state that social 

support at work can be a powerful source of reducing the level of work-to-life conflict and 

job stress. 

 

 

In addition, Md Sidin, Sambasivan & Ismail (2010), stated that many researchers 

generally agree that social support may moderate the relationship between these two 

variables. Therefore, the study also postulated that social supports will moderate the 

relationship between work-to-life conflict and job stress. Beh and Loo (2012) also agree 

that when there is a lack of social support at work, employees tend to experience job stress. 

Social support is claimed to consistently have a positive relationship with job stress, such 

that the more social support received by the employees, the lower the level of their job 

stress (Kato, 2008).  

 

 

 

 

1.3  Research Question 

 

 

1.3.1 What is the level of work-to-life conflict among nurses at Hospital Enche’  Besar 

Hajjah Kalsom, Kluang, Johor? 

 

 

1.3.2 What is the level of job stress among nurses at Hospital Enche’ Besar 



19 

 

      Hajjah Kalsom, Kluang, Johor? 

 

 

1.3.3 What is the relationship between work-to-life conflict and job stress among nurses 

at Hospital Enche’ Besar Hajjah Kalsom, Kluang, Johor? 

 

1.3.4 Does social support moderate the relationship between work-to-life 

      conflict and job stress among nurses at Hospital Enche’ Besar Hajjah  

     Kalsom, Kluang, Johor? 

 

 

 

 

1.4  Research Objective 

 

 

1.4.1 To determine the level of work-to-life conflict among nurses at Hospital 

      Enche’ Besar Hajjah Kalsom, Kluang, Johor. 

 

 

1.4.2 To determine the level of job stress among nurses at Hospital Enche’ Besar Hajjah 

Kalsom, Kluang, Johor. 

 

 

1.4.3 To determine the relationship between work-to-life conflict and job stress at 

Hospital Enche’ Besar Hajjah Kalsom, Kluang, Johor. 

 

1.4.4 To determine whether social support moderates the relationship between 
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      work-to-life conflict and job stress at Hospital Enche’ Besar Hajjah   

      Kalsom, Kluang, Johor. 

 

 

 

 

1.5  Hypothesis 

 

 

H1 : There is a significant relationship between work-to-life conflict and job stress  

        among nurses at Hospital Enche’ Besar Hajjah Kalsom, Kluang, Johor. 

 

 

H2 : Social Support moderates the relationship between work-to-life conflict and  

        job stress among nurses at Hospital Enche’ Besar Hajjah Kalsom, Kluang,   

        Johor. 

 

 

 

 

1.6 Scope of Study 

 

 

The study is conducted at Hospital Enche’ Besar Hajjah Kalsom, Kluang, Johor. 

Respondents of the study will be nurses working at Hospital Enche’ Besar Hajjah Kalsom. 

There are 379 nurses currently working at Hospital Enche’ Besar Hajjah Kalsom. 
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There are many factors that can affect or contribute to nurses’ job stress. However, 

the study only focused on three dimensions of work-to-life conflict in studying the 

relationship with job stress among nurses which are time-based, strain based and 

behavioral-based conflict. Meanwhile, job stress is measured through two components of 

job that causes stress namely, job demand and job control. In addition, the researchers also 

examined the effects of social support on the relationship between work-to-life conflict and 

work stress among nurses at Hospital Enche’ Besar Hajjah Kalsom, Kluang Johor. 

 

 

Variables are used as independent variable is work-to-life conflict dimension. The 

dependent variable is job stress and its components. The moderator variable used is social 

support. 

 

 

1.7  Significance of Study 

 

 

It is hoped that the finding of this study will provide an improved understanding of 

work-to-life conflict and job stress and its affect on nurses in public hospital. When the 

level of understanding is high, it is easy for organization and nurses to identify problems 

and to control the situation. By having this research, the organization can communicate 

about this matter towards their nurses by conducting the seminar or produce the leaflet. 

 

 

In addition this study will help the organization to identify level of work-to-life conflict 

in order to ensure they will be more focused on their work. One example, the organization 

will be taking note at the nurses’ work schedule and workloads. The organization needs to 
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take care of their employees, especially nurses which provide a service to their patients. If 

they have problems they cannot focus on their work and will treat the patient badly. 

 

 

Other than that the findings will provide information to the organization about the level 

of their nurses’ job stress. Hence, this information will be able to help the organization to 

come up with preventive action such as giving training on managing stress as well as 

continuously improving and adjusting work schedule that may help minimize the work-to-

life conflict they are facing. 

 

 

 

 

1.8  Definition of Terms 

 

 

1.8.1 Conceptual Definition 

 

 

Concepts and key variables in this study need to be clarified in order to provide the 

correct interpretation. Description of a concept is very important in any study. It gives 

meaning and a clear understanding of the researchers on the use of a concept. 

 

 

 

 

 

1.8.1.1  Job Stress 
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   Job stress can be defined as harmful physical, negative emotional responses such 

as frustration, worry, anxiety and depression attributed to work related factors and that 

occur when the requirements of the job do not match the capabilities, resources and needs 

of workers. It is also an adverse reaction people have to excessive pressure or other types 

of demand placed on them (Palmer et al., 2003; Palmer and Cooper, 2007; Jahanzeb,2010).  

 

 

 Ongori and Agolla (2008) define job stress as the perception of a discrepancy 

between environmental demands (stressors) and individual capacities to fulfill the 

demands. 

 

 

 

 

1.8.1.2  Work-to-life Conflict 

 

 

 Greenhaus and Beutell (1985) defined work-life conflict as a form of inter-role 

conflict in which role demand originating from work domain are incompatible with role 

demands stemming from the family domain. Galinsky, Ellen, Bond & Friedman (1996) 

describe the work-life conflict as the psychological point where work roles and family 

roles intersect. 

 

 

Work-to-life conflict occurs when work responsibilities hinder performance of 

family responsibilities such as the role as a mother and employees and will obstruct the 
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ability to provide adequate child care. In other words, work-to-life conflict happens when 

problems are faced at the workplace.( Zhang et al. , 2012; Ballout, 2008) 

 

 

 

 

1.8.1.3  Social Support 

 

 

Social support can be defined as whether an individual perceives that his or her 

needs for support, information and feedback are fulfilled. (Wadsworth and Owens, 2007). 

 

 

Meanwhile, Michel, Mitchelson, Pichler & Cullen (2010), defined social support as 

instrumental aid, emotion concern, informational and appraisal functions of others in the 

work (family) domain  that are intended to enhance the wellbeing of the recipient. 

 

 

 

 

1.8.2 Operational Definitions 

     

 

Operational definition is a definition used by researchers to explain the 

respondents, the variables to be tested in this study. This gives an overview of how the 

concepts to be studied might be identified and measured.  

1.8.2.1 Job Stress 
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In this study, job stress is referred to as a negative emotional state brought on by 

frustration, worry, anxiety and depression which effect from job demand and job control 

(Jahanzeb, 2010; Park, 2002). Job demand refers to the amount of workload or 

responsibility received by individuals whereas job control is the amount of control 

employees have over their work environment and workload (Galsema, Margot, Maes, 

Akerboom & Verhoeven, 2005). 

 

 

 

 

1.8.2.2  Work-to-life Conflict 

 

 

In this study, work-to-life conflict is conflict that comes from work that will affect 

the employees’ lives and it is operationalized by these three indicators which are time-

based conflict, strain-based conflict and behavioral-based conflict.  

 

 

Carlson, Kacmar & Williams (2000) define time-based conflict as the belief that 

the time demands of the work role will interfere with effective participation in the family 

role in the future. Strain-based conflict, on the other hand, is the belief that work role may 

interfere with individuals’ effective participation in the family role in the future. Last but 

not least, behavioral-based conflict is referred to as role behavior that is incompatible with 

others’ expectation of that same role (Greenhaus and Beutell, 1985). For example, 

behavioral-based conflict happens when the behavioral styles that one exhibit at work 

(impersonality, logic, power, authority) may not be compatible with behaviors desired by 

their children within the family domain. 
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1.8.2.3  Social Support 

 

 

In this study, social support is referred to as workplace support, i.e. the support 

received from colleagues and superiors at the workplace (Wardsworth & Owen, 2007; 

Baker, Elizabeth, Israel & Schurman, 1996), as well as support received from the 

organization (Park, 2002; Eisenberger, Cummings, Armeli & Lynch, 1997; Lynch, 

Eisenberger and Armeli, 1999). 

 

 

 

 

 

 

 

 

 

 

 

 

 



119 

 

References 

 

 

Abendroth, A. K. and Dulk, L. D. (2011). Support For The Work-Life Balance in  

Europe: The Impact of State, Workplace and Family Support on Work-Life 

Balance Satisfaction. Journal of Work, Employment and Society, 25(2), 234-

256. 

 

Aguinis H. (2004).  Regression Analysis For Categorical Moderators. New York.  

Guilford Press. 

 

Ahmad, A. (2007). Work-Family Conflict, Life Cycle Stage, Social Support and 

Coping Strategies Among Women Employees. The Journal of Human 

Resource and Adult Learning, 3(1), 70-79. 

 

Ahmad, A. (2008). Direct and Indirect Effects of Work-Family Conflict on Job 

Performance. The Journal of International Management Studies, 3(2), 176-

180. 

 

Ahmad, M. S., Fakhr, Z., and Ahmed, J. (2011). Working Women Work-Life 

Conflict. Business Strategy Series, 12(6), 289-302. 

 

Allen, T. D. (2001). Family-Supportive Environments: The Role of Organizational 

Perceptions. Journal of Vocational Behavior, 58, 414-435. 

 

Allen, T. D. and Armstrong, J. (2006). Further Examination of the link Between 

Work-Family Conflict and Physical Health: The Role of Health Related 

Behaviors. American Behavioral Scientist. 49(9), 1204-1221. 

 



120 

 

Amason, P. and Allen, M. W. (1997). Intraorganizational Communication, 

Perceived Organizational Support and Gender. Sex Roles, 37, 955-977. 

Baehler, K. and Bryson, J. (2008). Stress, Minister: Government Policy Advisors and 

Work Stress. International Journal of Public Sector Management, 21, 257-

270. 

 

Baker, Elizabeth, Israel, B. and Schurman, S. (1996). Role of Control and Support in 

Occupational Stress: An Integrated Model. Social Science and Medicine, 

43(7), 1145-1159. 

 

Ballout, H. I. (2008). Work-family Conflict and Career Success: The Effects of 

Domain-Specific Determinants. Journal of Management Development, 27(5), 

437-466. 

 

Bartolome, F. and Evans. P. A. L. (1979). Professional Lives Versus Private Lives-

Shifting Patterns of Managerial Commitment. Organizational Dynamic, 7(4), 

3-29. 

 

Beh, L. S. and Loo, L. H. (2012). Job stress and Coping Mechanisms Among 

Nursing Staff in Public Health Services. International Journal of Academic 

Research in Business and Social Sciences, 2(7). 

 

Bell, A. S., Rajendran, D. and Theiler, S. (2012). Job Stress, Well-Being, Work-Life 

Balance and Work-Life Conflict Among Australian Academics. Electronic 

Journal of Applied Psychology, 8(1), 25-37. 

 

Blackman, A. and Murphy, L.(2012). Work and Family: Factors That Influence 

Perceptions of Stress, Health and Well-Being. University of Sheffield, UK. 

 



121 

 

Boles, S. J., Johnston, W. M., and Hair, F. J. (1997). Role Stress, Work-Family 

Conflict and Emotional Exhaustion: Inter-Relationship and Effects on Some 

Work-Related Consequences. The Journal of Personal Selling and Sales 

Management, 17(1), 17-28. 

 

Boren, J. P. (2010). The Impact of an Enacted Social Support Training Intervention 

on Worklife Interaction, Stress and Burnout in Working Adults. UMI 

Dissertation Publishing. 

 

Boren, J. P. (2014). The Relationship between Co-Rumination, Social Support, Stress 

and Burnout Among Working Adults. Management Communication 

Quarterly, 28(1), 3-25. 

 

Boyar, S. L., Maertz, C. P., Mosley, D. C., and Carr, J. C. (2008). The Impact of 

Work or Family Demand on Work-Family Conflict. Journal of Managerial 

Psychology, 23(3), 215-235. 

 

Breaugh, J. A. and Frye, N. K. (2008). Work-family Conflict: The Importance of 

Family-Friendly Employment Practices and Family-Supportive Supervisors. 

Journal of Business and Psychology, 22(4), 345-353. 

 

Broadbridge, A. (2000). Stress and the Female Retail Manager. Women in 

Management Review, 15(3), 145-159. 

 

Buonocore, F. and Marcello, R. (2010). Reducing The Effects of Work-Family 

Conflict on Job Satisfaction: The Kind of Commitment Matters. University of 

Bologna. 

 

Byron, K. (2005). A Meta- Analytic Review of Work-Family Conflict and its 

Antecedents. Journal of Vocational Behavior, 67, 169-198. 



122 

 

 

Carlson, D. S., Kacmar, M. K., and Williams, J. L. (2000). Construction and Initial 

Validation of a Multidimensional Measure of Work-Family Conflict. Journal 

of Vocational Behavior, 56, 249-276. 

 

 

Celine, M. B., Maxime, A. T., Lisa, M., and Melanie, G. M. P. (2009). A 

Combination of Work Environment Factors and Individual Difference 

Variables in Work Interfering with Family. International Journal of 

Workplace Health Management, 2(1), 63-90. 

 

Chang, K. amd Lu, L. (2009). The Influence of Occupation on Stressors and Work 

Behaviours. The International Journal of Human Resource Management, 

20(3), 591-605. 

 

Cho, J. J., Kim, J. Y., Chang, S. J., Fiedler, N., Koh, S. B., Crabtree, B. F., and Choi, 

Y. H. (2008). Occupational Stress and Depression in Korean Employees. 

International Archives of Occupational and Environmental Health, 82(1), 47-

57. 

 

Chelariu, C. and Stump, R. (2011). A Study of Work-family Conflict, Family-work 

Conflict and The Contingent Effect of Self Efficacy of Retail Salespeople in a 

Transitional Economy. European Journal of Marketing, 45(11), 1660-1979. 

 

Cullen, C. J., Silverstein, A. B., and Foley, P. M. (2008). Linking Biomechanical 

Workload and Organizational Practices to Burnout and Satisfaction. Journal 

of Business Psychology, 23, 63-71. 

 

Daniels, K. and Guppy, A. (1994). Occupational Stress, Social Support, Job Control 

and Psychological Well-Being. Human Relation, 47(12), 1523-1544. 



123 

 

 

Duffy, C. and Chan, A. C. C. (2001). Pressures and Stress in a West Australian 

Hospital. Personnel Review, 30(2), 227-239. 

 

Dwyer, D. J., and Ganster, D. C. (1991). The Effects of Job Demands and Control on 

Employees Attendance and Satisfaction. Journal of Organizational Behavior, 

12, 595-608. 

Eisenberger, R., Cummings, J., Armeli, S., and Lynch, P. D. (1997). Perceived 

Organizational Support, Discretionary Treatment, Job Satisfaction. Journal 

of Applied Psychology, 82(5), 812-820. 

 

Elloy, D. F. and Smith, C. R. (2004). Antecedents of Work-Family Conflict Among 

Dual-Career Couples: An Australian Study. Cross Cultural Management, 

11(4), 17-27. 

 

Elloy, D. F. and Smith, C. R. (2003). Patterns of Stress, Work-Family Conflict, Role 

Conflict, Role Ambiguity and Overload Among Dual-Career and Single-

Career Couples: An Australian Study. Cross Cultural Management, 10(1), 55. 

 

Fox, L. M., Dwyer, D. J., and Ganster, D. C. (1993). Effects of Stressful Job 

Demands and Control on Physiological and Attitudinal Outcomes in a 

Hospital Setting. Academy of Management Journal, 36(2), 289-318. 

 

Frone, R. M., Russel, M., and Cooper, M. L. (1992). Antecedents and Outcomes and 

Work-Family Conflict: Testing a Model of the Work-Family Interface. 

Journal of Applied Psychology, 77(1), 65-75. 

 

Fu, C. K. and Shaffer, M. A. (2001). The Tug of Work and Family: Direct and 

Indirect Domain Specific Determinants of Work-family Conflict. Personnel 

Review, 30(5), 502-522. 



124 

 

 

Gallinsky, Ellen, Bond, T. J., and Friendman, E. D. (1996). The Role of Employees in 

Addressing the Needs of Employed Parents. Journal of Social Issues, 52(3), 

111-136. 

 

 

Galsema, T. I., Margot Van Der Doef, Maes, S., Akerboom, S., and Verhoeven, C. 

(2005). Job Stress in the Nursing Profession: The Influence of Organizational 

and Environmental Conditions and Job Characteristic. International Journal 

of Stress Management, 12(3), 222-240. 

 

Geurts, S. A. E., and Demerouti, E. (2003). Work/non-work Interface: A Review of 

Theories and Findings. The Handbook of Work and Health Psychology, 2, 

279-312.  

 

Glazer, S. and Gyurak, A. (2008). Sources of Occupational Stress Among Nurses in 

Five Countries. International Journal of Intercultural Relations, 32, 49-66. 

 

Gobeski, K. (2008). Occupational Stress and Social Support: In Search of the Best 

Match. Ph. D, Central Michigan University, United States. 

 

Grant-Vallone, E. J., and Ensher, E. A. (2001). An Examination of Work and 

Personal Life Conflict, Organizational Support and Employee health Among 

International Expatriates. International Journal of Intercultural Relations, 25, 

261-278. 

 

Greenhaus, J. H. and Beutell, N. J. (1985). Sources of Conflict Between Work and 

Family Roles. Academy of Management Review, 10, 76-88. 

 



125 

 

Guildford, J. P. (1973). Fundamental Statistics In Psychology And Education (5th 

ed.)  

McGraw-Hill, New York. 

 

Gutek, B., Searle, S. and Klepa, L. (1991). Rational versus Gender Role 

Expectations For Work-Family Conflict. Journal of Applied Psychology, 76, 

560-568. 

 

Hackman, J. R. (1977). Designing Work for Individuals and for Groups: 

Perspectives on Behavior in Organizations. McGraw-Hill, 242-258. New 

York. 

Hair, J.F, Babin, B., Money, A.H. & Samouel, P. (2003), Essential of Business  

Research Method, Hoboken, NJ : Wiley Publication. 

 

Halkos, G. and Bousinakis, D. (2010). The Effect of Stress and Satisfaction on 

Productivity. International Journal of Productivity and Performance 

Management, 59(5), 415-431. 

 

Hausser, J. A., Mojzisch, A., Neal, M., and Schulz-Hardt, S. (2010). Ten Years on a 

Review of Recent Research on The Jo Demand Control(Support) Model and 

Psychological Well-Being. Work and Stress, Vol 24, No. 1, 1-35. 

 

Health advocate. (2009). Stress in The Workplace: Meeting the Challenge. Health 

Advocate Inc. 

 

Higgins, C. A. and Duxbury, L. E. (1992). Work-Family Conflict: A Comparison of 

Dual-Career and Traditional-Career Men. Journal of Organizational 

Behavior, 13(4), 389-411. 

 



126 

 

Huang, G. D., Feuerstein, M., and Sauter, S. L. (2002). Occupational Stress and 

Work Related Upper Extremity Disorders: Concepts and Models. American 

Journal of Industrial Medicine, 41(5), 298-314. 

 

Jahanzeb, H. (2010). The Impact of Job Stress on Job Satisfaction Among Academic 

Faculty of a Mega Distance Learning Institution in Pakistan. A Case Study of 

Allama Iqbal Open University. Journal of Business and Ethics, 1, 31-48. 

 

Jensen, A. (2007). Perceived Work Stress and Distress in Nursing Students During 

Clinical Training: The role of Coping Processes and Social Support. Ph. D, 

Pacific Graduate School of Psychology, California United States. 

 

Karasek, R. (1979). Job Demands, Job Decision Latitude and Mental Strain: 

Implications for Job Redesign. Administrative Science Quarterly, 24(2), 285-

307. 

 

Kato, K. (2008). The Effects of Coworker Support on A Worker’s Stress: The 

Mediating Effects of Perceived Job Characteristics. Proquest Dissertation 

and Thesis. 

 

Kelloway, E. K., Gottlieb, B. H., and Barham, L. (1999). The Source, Nature and 

Direction of Work and Family Conflict: A Longitudinal Investigation. Journal 

of Occupational Health Psychology, 4, 337-346. 

 

Krejcie, R. V. and Morgan, D. W. (1970). Determining Sample Size for Research 

Activities. Educational and Psychological Measurement, 30, 607-610. 

 

Larson, L. L. (2004). Internal Auditors and Job Stress. Managerial Auditing Journal, 

19(9), 1119-1130. 

 



127 

 

Lazarus, R. S. and Folkman, S. (1984). Stress, Appraisal and Coping. Springer 

Publishing. 

 

Leiter, M. P., and Maslach, C. (2003). Areas of Worklife: A Srtuctured Approach To 

Organizational Predictors of Job Burnout. Research in Occupational Stress 

and Well-Being, 3, 91-134. 

 

Leka, S., Griffiths, A., and Cox, T. (2003). Work Organization and Stress. World 

Health organization, Geneva. 

 

 

 

Lingard, H., Francis, V., and Turner, M. (2012). Work Time Demands, Work Time 

Control and Supervisor Support in the Australian Construction Industry: An 

Analysis of work-family interaction. Engineering, Construction and 

Architectural Management, 19(6), 647-665. 

 

Lo, S.(2003). Perception of Work-Family Conflict among Married Female 

Professionals in Hong Kong. Personnel Review, 32(3), 376-390. 

 

Lu, L. (2011). Working Hours and Personal Preference Among Taiwanese 

Employees. International Journal of Workplace Health Management, 4(3), 

244-256. 

 

Lu, L., Cooper, C. L., Kao, S. F., and Zhou, Y. (2003). Work Stress, Control Beliefs 

and Well-Being in Greater China. Journal of Managerial Psychology, 18(6), 

479-510. 

 



128 

 

Lynch, P. D., Eisenberger, R., and Armeli, S. (1999). Perceived Organizational 

Support: Inferior Versus Superior Performance by Many Employees. Journal 

of Applied Psychology, 84(4), 467-483. 

 

Malaysia Ministry of Heath. (1999). Tekanan Mental dan Pekerjaan. Malaysia.  

 

Malaysia Psychiatric Association. (2006). Stress at Work. Retrieved 12/10/2012, 

2012. 

URL: http://www.psychiatry-malaysia.org/article.php?aid=48 

 

Manning, M. R., Jackson, C. N., and Fusilier, M. R. (1996). Occupational Stress, 

Social Support and The Cost of Health Care. The Academy of Management 

Journal, 39(3), 738-750. 

 

Margaret, P. and Jill, K. (2004). Work-Role Expectation and Work Family Conflict: 

Gender Differences in Emotional Exhaustion. Women in Management 

Review, 19(7), 373-386. 

 

Mattson, M and Hall, J. G. (2011). Health as Communication Nexus: A Service 

Learning Approach. 1
st
 Edition. Property of Kendall Hunt Publishing Co. 

 

McAbee, R. (1991). Occupational Stress and Burnout in the Nursing Profession: A 

Model for Prevention. AAOHN Journal, 39(12), 568-575. 

 

Md-Sidin, S., Sambasivan, M., and Ismail, I. (2010). Relationship Between Work-

Family Conflict and Quality of Life: An Investigation into The Role of Social 

Support. Journal of Managerial Psychology, 25(1), 213-224. 

 

Michel, J. S., Mitchelson, J. K., Kotrba, L. M., LeBreton, J. M., and Baltes, B. B. 

(2009). A Comparative Test of Work-Family Conflict Models and Critical 



129 

 

Examination of Work-Family Linkages. Journal of Vocational Behavior, 

74(2), 199-218. 

 

Michel, J. S., Mitchelson, J. K., Pichler, S., and Cullen, K. L. (2010). Clarifying 

Relationship Among Work and Family Social Support, Stressors and Work-

Family Conflict. Journal of Vocational Behavior, 76(1), 91-104. 

 

Motowidlo, S. J., Packard, J.S., and Manning, M. R. (1986). Occupational Stress: Its 

Causes and Consequences for Job Performance. Journal of Applied 

Psychology, 71, 618-629. 

 

Murphy, L. R. (1995). Managing Job Stress: An Employee Assistance/Human 

Resource Management. Personal Review, 24(1), 41. 

 

Netemeyer, R. G., Boles, J. S. and McMurrian, R. (1996). Development and 

Validation of Work-Family Conflict and Family-Work Conflict Scales. 

Journal of Applied Psychology, 81(4), 400-410. 

 

Ongori, H. and Agolla, J. E. (2008). Occupational Stress in Organizations and Its 

Effects on Organizational Performance. Journal of Management Research, 

8(3), 123-135. 

 

Palmer, S. and Cooper, G. (2007). Chapter 01: What is Stress?. London, United 

Kingdom, Kogan Page Ltd. 

 

Palmer, S., Cooper, G., and Thomas, K. (2003). A Model of Work Stress. 

International Journal of Health Promotion and Foundation, 41(2), 2-5. 

 



130 

 

Parasuraman, S. and Simmers, A. C. (2001). Type of Employment, Work-Family 

Conflict and Well-being: A Comparative Study. Journal of Organizational 

Behavior, 22, 551-568. 

 

Park, K. O. (2002). The Effects of Social Support at Work on Job Demands, Job 

Control Depression, Job Performance and Absenteeism. Athens, Georgia. Ph. 

D, University of Georgia. 

 

Park, K. O., Wilson, M. G., and Lee, M. S. (2004). Effects of Social Support at Work 

on Depression and Organizational Productivity. American Journal of Health 

Behavior, 28(5), 444-455. 

 

Parzi, M. N. and Ahmad, M. A. F. (2011). Polis Lebih Stress Berbanding Guru. 

Berita Harian, Kuala Lumpur. 

 

Pitt-Catsouphes, M., Matz-Costa, C., and MacDermid, S. M. (2007). HRD Responses 

to Work-Family Stressors. Advances in Developing Human Resources, 9(4), 

527-543. 

 

Ramasundaram, A. and Ramasundaram, G. (2011). The Role of Work Family 

Conflict as a Mediator between Work-Thought Interference and Job Stress. 

International Management Review, 7(2), 25-34. 

 

Robbins, S. P. and Coulter, M. (2005). Management. 8
th

 Edition. Pearson Prentice 

Hall. 

 

Rothmann, S., Jackson, L. T. B., and Kruger, M. M. (2003). Burnout and Job Stress 

In a Local Government: The Moderating Effect of Sense of Coherence. 

Journal of Industrial Psychology, 29(4), 52-60. 



131 

 

Rotondo, D. M., Carlson, D. S., and Kincaid, J. F. (2003). Coping With Multiple 

Dimensions of Work-Family Conflict. Personnel Review, 32(3), 275-296. 

 

Russell, C. J. & Bobko, P. (1992). Moderated regression analysis and Likert scales:  

Too coarse for comfort.  Journal of Applied Psychology, 77, 336-342. 

 

Samia, L. W. (2007). The Work Environment and Job Related Stress Among Home 

Healthcare Nurses. Ph. D, University of Massachusetts Boston. 

 

Schaubroeck, J. and Fink, L. S. (1998). Facilitating and Inhibiting Effeccts of Job 

Control and Social Support on Stress Outcome and Role Behavior: A 

Contingency Model. Journal of Organizational Behavior, 19, 167-195. 

 

Schmidt, S. (2011). Work-Life Conflict: Factors Associated with Negative Spillover 

From Home to Work. Journal of Undergraduate Research, 14, 1-14. 

 

Sekaran, U. (2006). Research Methods for Business: A Skill Building Approach. 4
th

 

Edition. New Delhi. Wiley. 

 

Sekaran, U. and Bougie, R. (2006). Research Methods for Business: A Skill Building 

Approach. 5
th

 Edition. New Delhi. Wiley. 

 

Shahzad, K., Shad, I., Rehman, U., Gul, A., and Khan, M. A. (2011). Work-Life 

Policies and Job Stress as Determinants of Turnover Intentions of Customers 

Service Representatives in Pakistan. European Journal of Social Sciences, 

19(3). 

 

Simon, M., Kummerling, A., and Hasselhorn, H. M.(2004). Work-Home Conflict in 

the European Nursing Profession. International Journal of Occupational and 

Environmental Health, 10(4), 384-391. 



132 

 

 

Simunic, A. and Gregov, L. (2012). Conflict Between Work and Family Roles and 

Satisfaction Among Nurses in Different Shift Systems in Croatia: A 

Questionnaire Survey. University of Zadar, Croatia, 63, 189-197. 

 

Sirajunisa, K. and Panchanatham, N. (2010). Influence of Occupational Stress on 

Work Life Balance Among Women Professionals. The Journal of Commerce, 

2(1), 44-57. 

 

Smith, A. (2001). Perceptions of Stress at Work. Human Resource Management 

Journal, 11(4), 74-86. 

 

Smith, M. M. (2012). Building The Business Case For Investing in Employees. 

Compensation and Benefit Review, 44, 327-331. 

 

Streich, M., Casper, W. J., and Salvaggio, A. N. (2008). Examining Couple 

Agreement About Work-Family Conflict. Journal of Managerial Psychology, 

23(3), 252-272. 

 

Sumathi, G. N., Kamalanabhan, T. J., and Thenmozhi, M. (2013). Impact of Work 

Experiences on Perceived Organizational Support: A Study Among 

Healthcare Professionals. Artificial Intelligence and Society Journal. 

Springer. 

 

Sveinsdottir, H., Biering, P., and Ramel, A. (2006). Occupational Stress, Job 

Satisfaction and Working Environment among Icelandic Nurses: A Cross-

sectional Questionnaire Survey. International Journal of Nursing Studies, 43, 

875-889. 

 



133 

 

Tansey, T. N., Mizelle, N., Ferrin, J. M., Tschopp, M. K., and Frain, M. (2004). 

Work-Related Sress and The Demand-Control-Support Framework: 

Implications for the P x E Fit Model. Journal of Rehabilitation, 70(3), 34-41. 

 

Thanacoody, P. R., Timothy, B., and Gian, C. (2009). The Effects of Burnout and 

Supervisory Social Support on the Relationship between Work-family conflict 

and Intention to Leave: A Study of Australian Cancer Workers. Journal of 

Health Organization and Management, 23(1), 53-69. 

 

Wadsworth, L. L and Owens, B. P. (2007). The Effects of Social Support on Work-

Family Enhancement and Work-Family Conflict in the Public Sector. Public 

Administration Review, 67(1), 75-86. 

 

Wallace, J. E. (2005). Job Stress, Depression and Work-to-Family Conflict: A Test of 

the Strain and Buffer Hypothesis. Relations Industrielles, 60(3), 510-537. 

 

Wallace, H. R. and Masters, L. A. (2006). Personal Development. 9
th

 Edition. South 

Western Cengage Learning. 

 

Westring, A. F. and Ryan, A. M. (2011). Anticipated Work-Family Conflict: A 

Construct Investigation. Journal of Vocational Behavior, 79, 596-610. 

 

Xu, L. (2009). View on Work-Family Linkage and Work-Family Model. International 

Journal of Business and Management, 4(12), 229-233. 

 

Yildirim, D. and Aycan, Z. (2008). Nurses’ Work Demands and Work-family 

Conflict: A Questionnaire Survey. International Journal of Nursing Studies, 

45, 1366-1378. 

 



134 

 

Yoon, J. and Lim, C. J. (1999). Organizational Support in the Workplace: The Case 

of Korean Hospital Employees. Human Relations, 52(7), 923-945. 

 

Zavala, S. K., French, M. T., Zarkin, G. A., and Omachonu, V. K. (2002). Decision 

Latitude and Workload Demand: Implication for Full and Partial 

Absenteeism. Journal of Public Health Policy, 23(3), 344-361. 

 

Zhang, M., Griffeth, R. W., and Fried, D. D. (2012), Work-Family Conflict and 

Individual Consequences. Journal of Managerial Psychology, 27(7), 696-713. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 




