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Abstract—The objective of this study is to investigate the 

influence of work family conflict among the employs of a 

semi-government organization in East Malaysia. This study has 

adopted the Workplace scale that was developed by Tate, 

Whatley, and Clugston (1997) scale in order to measure the 

effect of work family conflict and the stress level among the 

employees. The results indicate that the employees appear to 

have lower level of work – family conflict and lower level of job 

stress. It is recommended that future research should focus on 

employees in other organizations both in public and private 

organizations. The findings of such studies would aid 

management of these organizations to further understand the 

effect of work-family conflict and stress among their employees. 

 
Index Terms—Work–job stress, work-family conflict. 

 

I. INTRODUCTION 

Work and family are most important parts in human life 

that are not easily separated. When trying to balance between 

the work and family, the employees often ended with conflict 

and dilemma in giving priority to both career and family. The 

incompatible of demand between career and family seemed 

to create a personal pressure to the employees. More often 

than not, conflict tends to create pressure to the employees as 

they try to balance the two roles that need to be performed 

simultaneously. 

Research on stress is widely found in the work 

environments in western countries but rarely found in Asia 

particularly in Malaysian. Understanding the factors that 

contribute to occupational stress is necessary for improving 

stress management programs in Malaysian organizations. 

The earlier study on sources of stress at the work place in 

Malaysia found that there are numerous other unmeasured 

variables that can contribute to stress at the work place [1]. 

These include individual and family factors, socio-economic 

and financial status, and mental and physical health factors. 

Therefore this study intends to investigate the influence of 

work family conflict among the semi government employees 

particularly in east Malaysia. 

 

II. JOB STRESS 

As time passes, the environments at the workplace become 

chaotic as the number of workloads of the employees 

increase. However, from an employer’s perceptive, stress if 
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not handled effectively with employees can result in lower 

productivity and have an effect on the entire organization not 

to mention the cost on health insurance [2]. Bunge [3] further 

states that “stress has a number of important elements. First, 

stress is not something that is out there. It is within the person. 

Second, is the perception of how one thinks about the 

situation, and the third is how the person copes with the 

stress.” When the person’s coping strategies are out of 

control, the person is “burned out”.  

Job stress can be defined as the inability to cope with the 

pressures in a job [4]. Job stress depends on the amount of 

stress a person experiences at work is likely to be a result of 

the interactions of a number of factors such as the type of 

work they are doing that is their occupation, the presence of 

work stressors, the amount of support they receive both at 

work and at home and the coping mechanism they use to deal 

with stress [5]. 

Stress has the implications for the individual as well as the 

organization and it can no longer be considered merely as the 

individual manager’s problem [6]. It is now generally 

accepted that prolonged or intense stress can have a negative 

impact on an individual’s mental and physical health [7], [8]. 

 

III. WORK–FAMILY CONFLICT 

When trying to balance work and family responsibilities, 

many workers experience conflict between these two roles 

[9]. Work – family conflict has been defined as a mutual 

incompatibility between the demands of the work role and 

demand of the family role [10], [11]. Juggling work and 

family responsibilities is a common experience for many 

employees [12], [13]. Although engaging in both work and 

family roles can have positive effects for individuals [14], but 

if workers are unable to balance the responsibilities 

associated with both roles, the potential for conflicts between 

roles increases [15]-[18].  

In the work setting, Rees [19] found that women encounter 

more stress as compared to men. The main reason is women 

have to balance their responsibilities towards their work and 

family. While Carnicer et al. [20] have found that gender is 

not a significant variable to explain work-family conflict.  

As the consequences of work – family conflict, De Janasz 

[21], found that the conflict of work and family may lower 

job satisfaction and it may decrease the organizational 

commitment [22]. 

In order to overcome the work – family conflict, Boyar et 

al [23] suggested that organizations can work to reduce work 

family conflict by adopting family-friendly programs that 

help employees balance work and family demands. 

Specifically, their study implies that organizations should 
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find ways to hold constant or reduce perceptions of work and 

family demand, along with other direct antecedents of work 

interfering with family and family interfering with work. 

 

IV. WORK – FAMILY CONFLICT AND JOB STRESS 

Several studies in the literature have been found in 

examining the association between work – family conflict 

and job stress. The research on work – family conflict and job 

stress are rising because it is a growing problem [24]. 

Obradovic and Obradovic [25] explained that the employees 

experience crossover effect when the employees faced a 

conflict at work as well as family that ultimately affecting 

their spouse and family. In determining the relationship 

between work – family conflict and job stress, Panatik et al 

[26] have found that employees in Peninsular Malaysia the 

work – family conflict are strongly correlated with stress. 

Similar results for example, Sultana [27], found that working 

women in Peninsular Malaysia experienced higher level of 

job stress as compared to non-working women. Sultana [27] 

further explains that working women are stressful due to 

incapability to socialize and poor quality time with children 

and family. Moreover women are also found to have poor 

relationship with their spouses as results of demanding work 

schedule and unfinished work. Stress and work family 

conflict is a common problem faced by majority of 

employees especially working mothers with young children 

[27]. These results is supported by Kaye and Gray [24] that 

explained employees that tries to fulfil the increasing work 

role while at the same time fulfilling the family 

responsibilities are struggling with work family conflict and 

stress. 

 

V. PURPOSE OF STUDY 

This study intends to identify the level of work – family 

conflict and the level of job stress among the employees in 

Asian context particularly in Malaysia. Although there is 

limited research on work – family conflict and job stress in 

Malaysia, the scope of previous study only cover West 

Malaysia rather than East Malaysia. Thus, the results of this 

study may enhance people understanding and enrich the body 

of knowledge on these particular areas. 

This study aims to determine the level of work – family 

conflict and job stress among administrative employees of a 

semi-government organization. This study also aims to 

investigate the correlation between the work – family conflict 

and job stress. In addition, this study also explores the 

influence of gender and marital status on work – family 

conflict and job stress among the administrative staff 

employees of semi – government organization.  

 

VI. METHODS 

A. Sample 

This study was conducted in one of the semi – government 

organization in East Malaysia. Self- administered 

questionnaires were distributed to the respondents. A total of 

110 completed questionnaires were found to be usable and 

were then analysed in this study.  

B. Measures and Instrument 

This study has adopted quantitative method using survey 

to collect data from the respondents. The Workplace Scale 

that was developed by Tate and Clugston [28] was used in 

this study in order to measure the effect of work family 

conflict and also the stress level among the employees. 

Previous studies have stated that this assessment instrument 

to be one of the comprehensive instruments that is suitable to 

use to gain understanding of employees behaviour in this 

modern century [28].   

Empirical studies that using this instrument model have 

found that the internal consistency of work – family conflict 

variable is α = 0.91 that is above rule of thumb [29]. 

According to Sekaran and Bougie [29], the Cronbach’s alpha 

that is above 0.6 is good and reliable. 

C. Data Analysis 

The data of this study were analysed using Statistical 

Package of Social Science (SPSS) version 17 package. To 

determine the reliability, each items of work – family conflict 

and job stress was assessed by using Cronbach’s Alpha 

coefficient. In order to determine the level of each variable 

measured, the items were assessed by using mean score of 

each work – family conflict and also job stress variable.  

This statistical technique of Independent Group T-test was 

used to determine if there is a relationship between the work 

– family conflict variables and job stress variables in this 

study. The purpose of this technique is to determine whether 

the difference between means for the two groups of gender is 

significant. 

Apart from that, the Analysis of Variance or ANOVA 

statistical technique was also applied in this study to examine 

the differences among means for marital status groups. 

In order to determine the strength of the relationship 

between work family conflict, job stress and some part of the 

demographic background of the respondents. In addition, the 

correlation coefficient statistical test was conducted to 

determine the relationship among the variables.  

 

VII. RESULTS 

In order to explore the characteristics of the data, 

descriptive statistic tests were utilized. The results from the 

analysis show that 55 percents of the respondents that 

participated in this study are women that represent 55 

respondents. The highest participation among the 

respondents comes from those that age between 31 to 44 

years old that represents 46 percents. Married respondents 

are the higher contributor in providing a response to this 

study with a percentage of 74 percents which is 81 

respondents. 

To determine the consistency of the assessment instrument 

that was used in this study, reliability test was conducted. The 

result of the Cronbach’s alpha analysis indicates that the 

value of alpha is 0.9. This indicates that the instrument used 

in this study is reliable. Cronbach’s alpha for job stress shows 

a value of 0.92 which indicates that the instrument is highly 

reliable.  
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The mean value of work – family conflict as perceived by 

the respondents is at low level (m = 2.7) and the level of job 

stress is also at a low level (m = 1.28). With regard to job 

stress, the statements on the instrument indicate that the 

respondents do not experienced feeling of emotionally 

drained to their job, burnout, frustrated, emotionally tension, 

loosing appetite, mentally and physically pressure about their 

job. All mean values of the symptoms of stress are below than 

2 which indicate that the employees show a minimum level of 

stress in their work. 

A correlation coefficient statistical test was conducted in 

order to determine the relationship between work – family 

conflict variable and job stress variable. The analysis 

conducted indicate that there is a significant positive 

correlation (p = .510) between work – family conflict and job 

stress.  

The results of Independent group T-test indicate that men 

and women do not demonstrate any significant difference on 

job stress. In addition, ANOVA with Post Hoc comparison 

result also indicate that marital status has no effect on work 

family conflict. However, with regard to the job stress, 

marital status have effect on job stress where those who are 

single appears to have significant high level of job stress (m = 

1.8424) compared to those who are married (m = 1.1149). 

 

VIII. DISCUSSION 

This study examined stress and work – family conflict 

among semi – government employees in east Malaysia. The 

results indicate that the level of job stress among the semi- 

government employees is at low level. The total mean value 

of job stress is also at low level. Based on the items of job 

stress symptoms that were asked to the respondents, this 

study have found not all respondents experienced the 

symptoms of job stress and only small portion of the 

employees may experience the job stress that occurs for a few 

times in a week and almost every day.  Even though the level 

of job stress is at a low level, the results provide a signal that 

the management should be proactive and investigate the 

sources of stress as experienced by the employees before it 

escalates further as prevention is always better than cure. As 

stated by Menon and Akhilesh [6], stress has implications for 

the individual as well as the organization and it can no longer 

be considered merely as the individual manager’s problem. 

The implications of stress either to individual or 

organizations have been proven by many studies.  

To the individual, it will affect the employees mentally, 

physically, and psychologically while to the organizations it 

would affect directly and indirectly to the organizational 

performance as well as productivity. Thus, the basic causes 

of managerial (employees) stress need to be clearly identified 

and realistic strategies developed for dealing with them [30]. 

The level of work – family conflict among the 

administrative employees of semi government sector appears 

to be low. This means that the workloads of the employees do 

not really interfere with their family lives. The result on the 

correlations between work-family conflict and stress shows a 

significant positive relationship. This indicates that when the 

employees experience low level family conflict, the level of 

job stress will also be low. If the employees experience high 

level of role family conflict the level of job stress will also be 

high. The result of this study on gender and job stress support 

the findings of previous research for example, Nurul Izzah et 

al. [31] that there is no significant association between stress 

and gender. Nevertheless, the result in this study did not 

support the finding of another study [32] that indicate gender 

have strong association with job stress whereby both men and 

women experience high level of stress.  

In terms of marital status, the result from this study also 

demonstrates that those who are single appear to have high 

level of job stress compared to those who are married. The 

results of this are consistent with previous study by Jung et al 

[33] who found that many factors contributed to a higher 

stress score among unmarried women. The reason may be 

because individuals who are single may hold many 

responsibilities as compared to married couples. Married 

couples may share the responsibilities and problems with 

their spouse while unmarried individual may have to face 

problems and bear responsibilities alone.  

 

IX. CONCLUSION 

In conclusion, work – family conflict is a predictor to job 

stress. The administrative employees from a 

semi-government organization in the present study appear to 

experience low level of job stress and work – family conflict. 

The findings indicate that when the work family conflict 

level is low, the employees will experience low level of job 

stress.  

It is recommended that future studies should be conducted 

in the areas of work-family and stress of employees in public 

and private organizations not only in Malaysia but also in 

other countries. The findings will assist us to further 

understand and enrich our knowledge on the work-life 

conflict and job stress among employees at workplace. In 

addition, the findings will aid the management of 

organizations in drafting policies in relation to work-life 

conflict and job stress in order to ensure a work-life balance 

of their most valuable assets – the employees.  
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