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Stress has been viewed as an inevitable consequence of work life. A worker will fell stress
when his or her does not match their job requirements. Work stress come from a variety of
sources and it can affect people in different ways. In the report The Scale of Occupational
Stress (Smith et al., 2000 in Jeremy, 2005) it was estimated that there were 5 million
workers suffering the high level of stress at work. The study shows the important outcomes

that approximately one in five workers reported stress arising from work. There were cause
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Introduction

Stress is caused by an existing stress-causing factor or
“stressor”. Work stress is a _ chronic disease caused by
conditions in the workplace that indirectly affect an individual's
performance and overall his or her healthy body. In facts of
employee stress is negatively correlated to their work
performance. More the level of the stress, lower of the
performance was. Today it is believed that even a little bit of
stress will slow down employees’ work performance. Job stress
is considered increasing and has become challenge for the
employer and because high level stress is results in low
productivity, increased absenteeism and collection to other
employee problems like alcoholism, drug abuse, hypertension
and host of cardiovascular problems (Meneze, 2005).

Sometimes, organization gives an unrealistic expectations,
especially in the time of corporate reorganizations, puts
unhealthy and unreasonable pressures on the employee.
Automatically it can be a great source of stress and suffering.
Increased workload, extremely long work hours and intense
pressure to perform at peak levels all the time leave an employee
physically and emotionally drained. Jane & Alyssa, 2005 stated
the Health, Safety and the Environment (HSE) brought in tough
rules that require to monitor and tackle stress at work. If an
organization fails to meet the requirements, they will face harsh
financial penalties. It can cause the level of stress in the
workplace.

According to Mohamad Khan et al, (2005), manufacturing
sector reported the highest number of industrial accidents from
1999 to 2003 compared to other industries. Siegrist and Klien in
James, (2005) examined occupational stress and cardiovascular
reactivity in blue worker. The three indicators were used to
measure occupational stress: cumulated workload, worsening of
job condition and high demand and low demand job security.
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Robbins (2001) defines stress as a dynamic condition in
which the individual is confronted with an opportunity,
constraint, or demand related to what he or she desires and for
which the outcome is perceived to be both uncertain and
important.  Stress can be caused by environmental,
organizational, and individual variables (Matteson &
Ivancevich, 1999; Cook & Hunsaker, 2001). Organizational-
based factors have been known to bring the job stress for
employees at the workplace (Greenhaus and Beutell, 1985).
Among the numerous organizational sources of stress, only two
variables were investigated in this study namely organizational
climate and workplace bullying.

Malaysia, as a developing country that relies on
manufacturing industries is facing the similar. Creating a high
performance organization is a popular theme in any training and
development field. To survive in these competitive times,
companies can't afford anything less. Creating a high
performance organization requires companies understand what
factors influence employee’s work performance. Thus, an
evaluation on stress among the blue collar worker is really
important towards the work performance.

Work performance and occupational both indicate workers’
appraisal toward the workplace and work itself. Organization is
always facing problem changing worker after a training
provided. Unhealthy organizational culture such as absenteeism
intention to leave and not committed to the organization’s goal.
Azizi, el 2009, found out that an organization needs to increase
job satisfaction by reducing occupational stress. By reducing the
level of stress, companies can reduce the intention to leave and
absenteeism.

Individual work performance is a core concept within work
and organizational psychology. Every organization needs highly
performing from the individuals in order to meet the goal, to
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deliver the products and finally achieve competitive advantage.
Performance is behaviour. It is something that people actually
and it can observed (Frank & Jeffrey, 2010). In the work setting,
it only can be described with the help of individual worker. In
the working setting, performance includes only those action or
behaviours that are relevant to the organization’s goal and can
be measured in terms of each individual’s proficiency. Thus,
performance is what the organization hires an employee to do
and to do well.

Since the early 1980°’s and up until today many
organizations have realized the important of paying more and
more the strategic planning. Employees are an important part in
the success of organizations. In a working environment,
dangerous tasks or work settings, high noise level, toxic
chemicals, dust, overcooling, unpleasant odours, and other
stressful factors can lead to illness or disease. Assembly line
work is associated with stress because it is repetitious,
monotonous, noisy, and lacks challenge and control (Lapierre,
2006). A study of 662 blue collar workers in the Netherlands
found that 30% of the workers in factory jobs, farming, and
highway transport dealing with physical stressors, such as
excessive noise (Siegall, 2000).

The stressors which cause them stress have had a great
impact influence toward the work performance. Workplace
bullying is increasingly being recognized as a serious problem
within the work environment. Previous studies in European
countries have reported the dominant of workplace bullying and
its association with poor mental health, using the Negative Acts
Questionnaire-Revised (NAQ-R: Einarsen & Hoel, 2001).
Literature review
Job Stress

Job stress is “a situation in which some characteristics of the
work situation are thought to cause poor psychological or
physical health, or to cause risk factors making poor health more
likely.” Job stress arises when demands exceed abilities, while
job-related strains are reactions or outcomes resulting from the
experience of stress (Westman, 2005).

Job stress is a chronic disease caused by conditions in the
workplace that negatively cause an individual's performance and
or overall well-being of his body and mind. In some cases, job
stress can be disabling. In chronic cases a psychiatric
consultation is usually required to validate the reason and degree
of work related stress.

The U.S.A’s NIOSH define job stress as the harmful
physical and emotional responses that occur when the
requirement if the job do nor match the capabilities, resources or
need of the worker (Salih, 2003). In one investigating of
industry worker in United State, Brewlow and Buell, 1966 found
that individual under 45 years old of age who worked more 48
hours a week had twice in risk of death of coronary hearth
disease (Susan & Cary, 1997). For this study, job stress is
defined as the experienced discrepancy between the stressors of
the environment and job performance of the individual.

Work performance

Normally, job performance refers an expectation company
in term of quality and quantity from each employee.
Performance is an extremely important criterion that related to
organization outcome and success. Among the most commonly
accepted theories of job performance comes from the work of
John P. Campbell and colleagues (1993). Coming from
psychological perspective, Campbell describes job performance
as an individual level variable. This means that a single person
gives rise to performance which is concept totally different from
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organizational performance or national performance because
they are at a higher level than job performance (Campbell et al.,
1993).

The process of being evaluated and appraised can be
experience for all. It must be recognized that performance
appraisals are anxety provoking, both individual being
examined and someone doing judging and appraising.
Sometimes, the person making performance judgement faces the
threat in some cases, as well as interpersonal strains and the
responsibility of making decisions which can affect an
individual’s livelihood (Susan & Cary 1997).

For the purposes of this study, the term “work performance”
refers to a general principle underlying most human behavior,
namely that in all social relationships the co-workers give and
expect something.

Organizational Climate

Organizational climate as known as Corporate Climate is

the process of quantifying the “culture” of an organization. It is
a set of properties of the work environment, perceived directly
or indirectly by the employees, that is assumed to be a major
force in influencing employee behavior. Ekvall (1987) states that
the organizational climate arises in the confrontation between
the individuals and the organizational situation.
Forehand and Gilmer (1964) defined Organizational Climate as
a ‘set of characteristics that (a) describe an organization and
distinguish it from other organizations (b) are relatively
enduring over time and (c) it will influence their behavior in the
organization.” Gregopoulos, 1963 defined Organizational
Climate as a ‘normative structure of attitudes and behavioral
standards which provided a basis for interpreting the situations
and act as a source of pressure for directing activities.’

Organization climate has been measured as a perceptual
evaluation in term of attitude in term of attitudes and need
satisfaction opportunities in the organization. Variables included
in the study of organization climate are organization design,
individual job characteristic, co-worker relationship, direct
supervision, culture/work environment, work processes,
communication, technology and customer satisfaction. The
organizational climate in an organisation is important as it plays
a large role in how individuals work together and may also
significantly impact upon core aspects of employment such as
job satisfaction and work performance. Organizational climate
may identified by observing how employees interact with each
other, the outcome and quality of end products, time
management skills and values, workplace rules and the conflict
at work, senior direction and control within the work
environment.

Workplace bullying

Workplace bullying is about a personalized, often sustained
attack on one colleague by another colleague using behaviours
which are emotionally and psychologically punishing (Arynne,
2009). Workplace bullying constitutes any persistent behaviours,
unwanted, offensive, humiliating behaviours towards an
individual or group of employees. According Heather,
workplace bullying is a essentially an aggressive act, usually
involve psychological violence but sometimes minor physical
aggression. It is important to note that bullying may have
extremely serious and possibly life-threatening.

Many researchers distinguished many types of bullying.
Work related bullying versus person related bullying. The
former includes the behaviours as giving unreasonable deadline
or unmanageable workloads. Person related bullying consists of
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such behaviours as making insulting remarks, teasing, spreading
gossip and playing practical jokes (Einarsen, 2001).

According to American Psychological Association, 2005,
the definition of a typical bully is a person whom exhibits
“aggressive behavior” that is intended to cause harmor distress,
occurs repeatedly over time, and occurs in a relationship in
which there is an imbalance of power or strength. In this study,
the term of bullying in this study refers to a situation in which
one or more individuals perceive they are subjected to the
persistent and repetitive negative acts that are meant to harm.
This study is concerned with investigating the relationship
among organizational climate, workplace bullying, job stress
and employees’ job performance, organizational climate will
measured by variances, organization design, individual job
characteristic, co-worker relationship, direct supervision,
culture/work environment, work processes, communication,
technology and customer satisfaction. Workplace bullying
measured by NAQ-R: Einarsen & Hoel, 2001 with variances
person and work related bullying and physical or psychological
Intimidation Bullying. This research also measured the level of
stress with three variances of physical environment, job
requirement and conflict at work by NIOSH.

Before investigating in details, is useful to review the
theories which will support the discussion in further chapter. In
the case of this study, basically Theory Maslow is important
contribute an overall understanding of what people need before
they perform well in their job. Theory Herzberg developed by
Frederick Herzberg believed that when an organization satisfies
a worker’s lower-order needs, the worker will reach “zero-level”
of motivation (Mark et. al., 2009).

Theoretical Framework of the Study
Maslow's Hierarchy of Needs

In 1954, Maslow first published Motivation and
Personality, which introduced his theory about how people
satisfy a variety of personal needs in the context of their work.
He hypothesized, based on his observations as a humanistic
psychologist, that there is a general pattern of needs recognition
and satisfaction that people follow in generally the same
sequence. He also theorized that a person could not recognize or
pursue the next higher need in the hierarchy until his or her
currently recognized need was substantially or completely
satisfied, a concept called prepotency. Maslow's hierarchy of
needs is shown in Table 1. It is often illustrated as a pyramid
with the survival need at the broad-based bottom and the self-
actualization need at the narrow top.

Figure 1 Maslow’s Hierarchy of Needs

/ Physiological \

Maslow proposed five differences set of needs and arranged
them hierarchically. Physiological needs were the lowest and
self-actualization needs were the highest among the five
categories. Physiological needs generally refer to basic need and
are satisfied such as food, water and sleep. The category of
security needs refer to an individual produce a secure
environment. Love and social needs are associated with
interpersonal factors refer to an individual’s desire to be
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accepted by other. Esteem needs are associated with being
respected for capabilities. Self-actualization needs refer to the
desire on the part of individual to develop her or his capacities to
the fullest (Frank & Jeffery, 2010).

Although Maslow’s theory has not stood up under actual
testing. It teaches supervisors one important lesson: unfulfilled
needs, not fulfilled ones, motivate an individual. Effective
supervisors understand that an individual is motivated by a
unigue combination of unfilled needs. Challenging and
worthwhile jobs and meaningful recognition tend to enhance
self-esteem lever probably presents supervisors with the greatest
opportunity to motivate better performance (Carlene, 2010).

According to various literature on motivation, individuals
often have problems consistently articulating what they want
from a job. Therefore, employers have ignored what individuals
say that they want, instead telling employees what they want,
based on what managers believe most people want under the
circumstances. Frequently, these decisions have been based on
Maslow's needs hierarchy, including the factor of prepotency.
As a person advances through an organization, his employer
supplies or provides opportunities to satisfy needs higher on
Maslow's pyramid.

Herzberg's Theory of Motivators and Hygiene Factors

Since Maslow’s five factor need theory was introduced
psychologists have suggested a number of modifications. One of
them was proposed by Herzberg that there were really two basic
needs and not five. The two needs are called “hygiene needs”
(Maslow’s physical and security needs) and the “motivators
need” (Maslow’s social, esteem, and actualization needs) (Frank
& Jeffery 2010). Herzberg‘s theory combined motivating and
hygiene factors, which assisted in determining job satisfaction.

Maslow’s need approach has been considerably modified by

Frederick Herzberg and his associates. Their research purports to
find two-factor theory of motivation. In one group of needs are
such as company policy and administration, supervision,
working conditions, interpersonal relations, salary, status, job
security and personal life. In the second group, Herzberg listed
certain satisfiers all related to job content. They included
achievement, recognition, challenging work, advancement, and
growth in the job (Koontz & Weihrich, 2008).
Herzberg (1959) constructed a two-dimensional paradigm of
factors affecting people's attitudes about work. According to this
theory, people are influenced by two factors. Satisfaction and
psychological growth was a factor of motivation factor.
Dissatisfaction was a result of hygiene factor. Herzberg
developed this theory to 200 accountants and engineers in
Pittsburgh, Pennsylvania, USA. to find out what made them
satisfied and dissatisfied in their job. The replied showed that the
experiences they regarded as satisfying were not just the
opposite of those that gave rise to dissatisfaction. An individual
may have dislikes the job because of poor working conditions or
indecisive management (Adrian Machay, 2006).

Herzberg’s Two-Factor Theory divides motivation and job
satisfaction into two groups as known as motivation factors and
hygiene factors. According to Herzberg, the motivating factors
are the achievement, recognition, work itself, advancement,
responsibility and possibility of growth. (Ruthankoon, 2003).
Hygiene factors related to the environmental factors and are met
by physical and psychological conditions in the workplace
salary, working conditions, job security, co-workers and the
management structure. Dissatisfaction will occur if these
conditions are not met (Christine, 2001).
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Motivational factors are job centered. They relate directly to
the job itself. That is, the individual’s job performance, the job
responsibilities, and the growth and recognition obtained from
the job. Maintenance factors are peripheral to the job and are
more related to the external environment of work (John &
Thomas, 2002). From the two factors combining, it can result in
fours scenarios. There is high hygiene with high motivation: the
ideal situation where employees are highly motivated and have
few complaints. High hygiene with low motivation: An
employee has a few complaints but not high motivated. The job
is perceived as a paycheck. Low hygiene with high motivation:
An employee is motivated but has a lot of complaints. A
situation where the job existing and challenging but salaries and
work conditions not up to par. Low hygiene with low
motivation: the worst situation, unmotivated employees with lots
of complaints.

In contrast, he determined from the data that the motivators
were elements that enriched a person's job; he found five factors
in particular that were strong determiners of job satisfaction:
achievement, recognition, the work itself, responsibility, and
advancement. These motivators (satisfiers) were associated with
long-term positive effects in job performance while the hygiene
factors produced only short-term changes in job attitudes and
performance, which quickly fell back to its previous level.

In summary, satisfiers describe a person's relationship with
what she or he does, many related to the tasks being performed.
Dissatisfiers, on the other hand, have to do with a person's
relationship to the context or environment in which she or he
performs the job. The satisfiers relate to what a person does
while the dissatisfiers relate to the situation in which the person
does what he or she does.

NASLOW

ERZBERG

OIS FACTORS:
v The st o 1o v ot

GENE FALES
MY e

From the pyramid the needs proposed by Maslow. As
Adams (Frank and Jeffery, 2009) explain:

Before you can hope to motivate employees you must
understand their hierarchy of needs. An employee will not
develop a need for things at the higher levels of the pyramid
until they have totally satisfied their needs at lower levels
(Sources: Adams 1996) (Frank and Jeffery. 2009).

In this study, researcher based on this Herzberg Theory,
stressors such as organizational climate grouped as hygiene
factors and workplace bullying in motivating factors. Is there
any significant for the stressors and the variables wowards job
stress and job performance.

Theory Vroom 1964

Vroom (Mukherjee, 2010) proposed the expectancy theory
specifically in the context of work motivation. His model is
based on three key variables: valence, instrumentality and
expectancy. More specifically, outcome is usually considered as
the end result or what people can expect from their job. Valence
is the strength of an individual’s preference for a reward,
expectancy is the probability that particular action will lead to a
desired reward and instrumentality shows an individual’s
estimate that performance will result in achieving the reward.
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BExpectancy refers to the extent, to which the person believes that
his efforts will lead to the first level outcome. Instrumentality
refers to the perceived relationship between the two level of
outcomes. Motivation is the product of valance, expectancy and
instrumentality. These three factors in the expectancy model
may exist in an infinite number of combinations depending upon
the range of valence and the degrees of expectancy and
instrumentality. The combination that produces the strongest
motivation is high positive valence, high expectancy and high
instrumentality. If all the three are low, the resulting motivation
will be weak. In other cases, motivation will be moderate.
Similarly, the strength of avoidance behaviour will be
determined by the negative valence and expectancy and
instrumental factors. So, the motivational force will be highest
when expectancy, instrumentality and valence are all high. The
management must recognize factors for behaviour modification,
so that these three elements achieve the highest value
individually.

An employee worker may exhibit a poor behaviour due to
low effort-performance expectancy. He/she may lack the
necessary skills and training to believe that his/her extra efforts
will lead to better performance. The management could provide
the relationship between efforts and performance. Low
performance-reward instrumentality relationship is similar
performance may not lead to similar rewards. The reward policy
may be inconsistent and may depend upon factor other than
performance, which the worker may not be aware of or may not
consider fair. The management must re-evaluate the appraisal
techniques and formulate policies that strengthen performance-
reward relationship as just and equitable.

The important contribution of Vroom’s model is that it
explains how the goals of individuals influence their efforts and
that the behaviour individuals select depends upon their
assessment of the probability that the behaviour will
successfully lead to the goal. For instance, all people in an
organization may not place the same value on such job factors as
promotion, high pay, job security and working conditions. In
other words, they may rank them differently. Broom is of the
opinion that what is important is the perception and value the
individual places, high value on salary increase and perceives
superior performance as instrumental in reaching that goal.
According to broom, this individual will attempt towards
superior performance in order to achieve the salary increase.
One the other hand, another individual may highly value
promotion and perceive political behaviour as instrumental in
achieving it. This individual is not likely to emphasize superior
performance to achieve the goal.

In essence, Vroom emphasizes the importance of individual
perception and assessment to organizational behaviour. What is
important here is that what the individual perceives as the
consequence of a particular behaviour is far more important than
what the manager believes the individual should perceive. Thus,
Vroom’s model attempts to explain how individual’s goals
influence his efforts and like need-based models reveal that
individual’s behaviour is goal-oriented. Heinz 2008 stated the
great attractions of the Vroom Theory is it recognizes the
importance of individual needs and motivations. It thus
difference of the simplistic features of the Maslow and Herzberg
approaches. Vroom’s theory sees more realistic. It fits the
concept of harmony of objectives. An individual have personal
goal that are different fromthe organizational goals, these can be
harmonized. Furthermore, it is completely consistent with the
systemof managing by objectives.
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Justification for Herzberg Theory as Research Model

It is important to lead employees to do what employers or
customers want and to give satisfaction to employees in the
workplace for improved productivity. Herzberg (1959)
conducted a study to determine which factors in an employee’s
work environment caused satisfaction or dissatisfaction. He
published his findings in a book entitled: The Motivation to
Work. Herzberg’s studies involved interviewing employees to
understand what pleased or displeased employees about their
work environment. Specifically, Herzberg inquired about the
factors in their work environment that caused them satisfaction
and what factors caused them dissatisfaction. He developed
motivation hygiene theory to explain his results. Herzberg
(1968) summarized that factors that cause job satisfaction
(motivators) are different than the factors that caused job
dissatisfaction (hygiene factors). He described hygiene in the
sense that there are maintenance factors necessary to avoid
employee dissatisfaction but alone do not provide satisfaction.

Herzberg’s (1968) mentioned that there are psychological
needs can be fulfilled by money such as food and shelter. And
that there is a psychological need to achieve and to grow, and
this need is thus fulfilled by ones activities that cause them to
grow. Herzberg explained that individuals in the workplace are
intrinsically motivated by challenge, interesting work,
recognition of achievement, growth and increasing
responsibility. Extrinsic factors such as company policy,
administration, supervision, interpersonal relationships, working
conditions, status and security can cause dissatisfaction towards
employee in the organization.

In practical application of job enrichment the motivator
factors had to be translates into more concrete terms (Herzberg
et al. 2009). Achievement is a quality performance has been the
most frequent factor leading job satisfaction. The behaviour and
performance lead to satisfaction and positive attitudes.
Recognition gives accurate feedback on performance, it takes on
hygiene dynamics, is seen as interpersonal evaluation, and is
frequently a dissatisfier. The client relationship, often the
frequent source of satisfaction with the work itself in service
jobs and in well-designed manufacturing jobs.

Herzberg (1959) has reasoned that some type of work
conditions act as satisfiers while others may act as dissatisfiers if
not met in an appropriate manner. Factors discovered to be
dissatisfiers relate to the characteristics of the context in which
the work done. These factors are: interpersonal relationship,
working condition, supervision, administration of company
policies, company policies job security, effects on the worker’s
personal life and salary. In this case, the satisfiers relate to the
actual job. For the motivators, it included achievement, the work
itself, responsibility, recognition and advancement. The factors
such as work itself, responsibility and advancement are
generated associated with long term change in job attitude.
Achievement and recognition are associated with short term
changes.

Herzberg determined that management must provide
hygiene factors to avoid employee dissatisfaction, and also must
provide factors intrinsic to the work itself in order for employees
to be satisfied with their jobs and perform at a high level. In this
research, factors such as organization climate and workplace
bullying play a role to provide a satisfaction environment to the
employees. The key to let the employee “feels” right in a good
cultural fits they enjoy to the climate of organization that
surrounds themat work all the time.
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This distinguishes bullying from isolated behaviors and
other forms of job stress and allows the termworkplace bullying
to be applied in various contexts and to behaviors that meet
these characteristics. Many observers agree that bullying is often
a repeated behavior. The individual who has developed a
positive behavior and make a trust and motivated directly
increase their work performance and the productivity.

To better understand employee motivation and attitude,
researcher used the Herzberg Theory to perform the studies and
to determine which factors in an employee’s work environment
caused satisfaction and dissatisfaction. In this study, a
quantitative method used and researcher concentrates in factors
organizational climate with variances organization design,
individual job characteristic, co-worker relationship, direct
supervision, culture/work environment, work processes,
communication, technology and customer satisfaction.and factor
workplace bullying those causing job satisfaction and job
dissatisfaction. All the factors can affect job stress and work
performance.

Management must provide hygiene factors to avoid
employee dissatisfaction. It also must provide intrinsic to the
work itself in order for employees to be satisfied with their job.
A good organization climate design to let the employee shows
their ability and increasing levels of responsibility. The
supervision has to concern the cases that causing employee
cannot utilized to perform well and there will be a motivation
problem. Preferably, the two approaches, hygiene and
motivation, must be carried out at once. Treat people so they
obtain a minimum of dissatisfaction. Use people so they achieve,
get recognition, grow and advance in their careers. Based on
Maslow's Hierarchy, Herzberg et al. 1959 theorised that the
factors that motivate the worker or are likely to satisfy their
needs, lead to positive job attitudes.

Studies on Work Performance

During the 1980s, much research in the field of workplace
stress suggested six major sources of pressure at work (Cooper,
Cooper, & Eaker 1988). Although we can find each of the
sources implicated to individual’s stress profile or, indeed, in
organization’s profile. The factors vary in a degree which they
are found to be causally linked to stress in a particular job or
organization. There were many stressors research studied by
researcher such as working condition (Cooper & Smith, 1985),
work overload (French & Caplan, 1972), Work pressure (Susan
Cooper & Cartwright, 1997) and Co-worker support (Randall
and Elizabeth, 1994).

Individual can perform well with an interesting work, good

working conditions, the chance to partake in the social
surrounding of work and to fell valued. Stressful comes with a
boring situation, repetitive work patterns, poor physical working
conditions, harassment from supervision staff to meet deadlines
effect directly on individual’s job performance. When people
feel their contribution to the organization’s success is
undervalued, it shows the poor productivity, ineffective decision
making, poor time keeping and absenteeism (Jeremy, 2005).
In many organizations, junior are expected to work long hours
and undertake a range of projects and assignments in order to
prove their worth to the organization. Many job and career
reviews, are badly conducted and can be stressful for employees.
Example of how stress can affect an organization include
increased accidents, increased staff turnover, increase level of
absenteeism and increased complaint from clients (Jeremy,
2005).
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Foreign workers have increased over the past decade due to
sustained economic growth and the tight labour market situation.
As a long term measure to ensure sustainable growth as well as
minimise socio-economic implications, a medium to longer-term
policy on foreign workers will be devised with the view to
reducing the over-dependence on foreign workers while
attracting the more skilled and trained professionals.

Studies on Job stress

Recent studies in this area show that the ability of
employees to manage their physiological and psychological
stresses may have a significant impact on job satisfaction
(Fairbrother & Warn, 2003; Snelgrove, 1998; Swanson et al.,
1998). Job satisfaction is widely described as a result of
employees’ perception or appraisal of their jobs that may create
a satisfying or emotional state. According to Cooper and
William (1991), the blue collar workers are exposed more to the
health risk related to work as compared to the white collar and
professional workers. Besides that, the blue collar workers also
are exposed to noise, air pollution, physical burden, shift work,
long working period, poor social interaction at the workplace
and bad relationship with the superiors (McLean, 1974).

Raeda, 2003 in study of the relationships between job
stress, job performance, and social support among hospital
nurses. The purpose of the present study was to investigate the
effect job-related stress on job performance among hospital
nurses; and the effect of social support from co-workers and
supervisors on the stress performance relationship. the finding of
the present study showed that stress was moderately negatively
associated (r = - .16, p< .01) with social support from
supervisors. This meant the nurses who perceived having more
support form supervisors experienced less stress. The important
of the study was the positive impact of social support, especially
that the supervisor, on enhancing job performance as well as on
decreasing job stress of staff nurses. Nurse managers and nurse
administrators should adopt strategies that give more support for
their nurses.

Several studies have tried to determine the link between
stress and job satisfaction. Job satisfaction and job stress are the
two hot focuses in human resource management researches.
According to Stamps & Piedmonte (1986) job satisfaction has
been found significant relationship with job stress. A survey by
UNISION (1997), found that based on 760 responses, those
labelled themselves bullied were not significantly different in
term of gender, position, sector, age or race. One study found
that old employees reported more exposure to victimisation that
younger employees. Einarsen and Skogstad, 1996 (Heather,
1999).

Past research has shown the idea that satisfied employees
are more productive held through the 1970s. However, it was
difficult to obtain support for the view that job satisfaction has a
significant effect on job performance. Similarly, organizational
studies of the sales force in marketing invariably find that the
relationship between job performance and job satisfaction is
weak (Bagozzi 1980; Brown and Peterson 1993). As Brown and
Peterson (1993) note, if the effect of job performance on job
satisfaction is insignificant, firmactions designed to increase job
performance should not have a direct effect on job satisfaction
and related outcomes, such as employee turnover.

Kumarasen, 2005, with his study: Organizational stressors
and job stress among managers: the modering role of
neoroticism. The purpose of the study was to determine the
effects of organizational stressors (conflict, blocked career,
alienation, work overload, and unfavorable work environment)

Azizi Yahaya et al./ Elixir Psychology 41 (2011) 5932-5941

on job stress among managers within the electronics sector of
Malaysia and, to test whether these relationships vary according
to their level of neuroticism. The regression results from this
investigation indicated that three out of five organizational
variables namely conflict, blocked career, and alienation had
positive relationships with job stress. There were positive
relationship between conflict and job stress which those
obtained by Robert et.al ,1997.

Studies on Workplace Bullying

The literature revealed that poor ergonomics workstation
environment is among the major contributor to the work stress
problems. Zafir Mohamed Makhbul, National University
Malaysia (2009) did a research issues in Malaysia to examine
the relationship between ergonomics workstation factors and the
work stress outcomes. The major finding shows that
ergonomically designed workstation is an important strategy in
minimizing the work stress outcomes in organizations.

According to The Workplace Bullying Institute did a U.S.
Workplace Bullying Survey, 37% of all U.S. workers have been
targets of workplace bullies. Unfortunately, organizational
leaders either do not recognize the damaging effects of
workplace bullying, or they do not know how to productively
occur (Salin, 2003). As a result, bullies continue their control of
terror, and victims worry about the bully, lose trust in the
company, or leave their workplace.

In 2008, Dr. Judy Fisher-Blando wrote a doctoral research
dissertation on Aggressive Behavior: Workplace Bullying and
Its Effect on Job Satisfaction and Productivity. The data in this
study determined that 75% of participants reported witnessing
mistreatment of coworkers sometime throughout their careers,
47% have been bullied during their career, and 27% admitted to
being a target of a bully in the last 12 months. This study also
examined the most frequent negative acts by workplace bullies
as reported by the participants. Einarsen, Hoel, Zapf, & Cooper,
2003 stated that the cases of workplace bullying needs to be
explored in a sustained and systematic way because all the
organizations have a responsibility to protect their employees
from the psychological harassment of a workplace bully.
Additionally, workplace bullying has a negative impact on a
company’s profitability and organizational leaders have to cure
this issue effectively which can help the organizations to meet
their goals (Keashly & Jagatic, 2003).

Workplace bullying is a deleterious problem leading
physical, emotional, and psychological damages to employees.
Additionally, organizations incur damage such as decrease of
performance, employee lack of morale, and monetary costs due
to this problem (Cheryl, 2009). U.S. organizations are struggling
to recognize and alleviate the problem of workplace bullying
(Alexia, 2011). In this study, a qualitative approach explored
the problem of workplace bullying from a theoretical
perspective. This study found that organizational cultures make
worse the problem when the leaders either do not understand
workplace bullying or discharge it as hard management. The
study concluded that a systems approach to designing a training
program that addresses the root causes, involves all individuals
from all levels, and provides skills for dealing with this
phenomena can promote a harmonious working environment.

According to the Bureau of Labor Statistics, 146 million
Americans were employed in July. The statistics showed 54
million Americans have been bullied at work with 37 percent
rate (Cheryl, 2009). Vartia, 2001 investigated the effects of
workplace bullying and the psychological work environment on
the well-being and stress of the targets and observers of



5938

bullying. Stress and psychological ill-health were measured, and
the causes of reported stress were analyzed for country
employees. This study confirmed the results of earlier studies
showing that being bullied at work is a threat to the
psychological well-being of bullied employees. The respondents
who were subjected experienced of bullying. To note that
bullying at work appears to not only have negative effects on the
wellbeing of the victims, but also on the observers of bullying,
who reported more general stress and mental stress reactions
than those fromthe workplaces without bullying.

Judith, 2008 with her research workplace bullying:
Aggressive Behaviour and its effect on job satisfaction and
productivity. The research showed how the bullying behaviour
affects a individuals ability to perform their jobs, which can
impact the morale of employees and the financial performances
of an organization. The central findings of this study to show the
frequency of workplace bullying, to examine the specific types
of mistreatment and negative acts experienced by targets, to
determine physical and mental stress associated with bullying,
and to reveal a relationship between workplace bullying and its
effect on job satisfaction and productivity. The data in this study
found that 75% of participants reported witnessing mistreatment
of co-workers throughout their careers, 47% have been bullied
during their career, and 27% admitted to being a target of a bully
in the last 12 months. This study also examined the most
frequent negative acts by workplace bullies as reported by the
participants.

Studies on Organizational Climate

Robert, 2007 with research focuses on supply chain
managers of purpose to examine how organizational climate
factors, such as opportunity for personal growth, development,
advancement, etc., influence the degree that supply chain
managers perceive their work situation as facilitating their
giving their best effort (performance) to their work. It was
hypothesized, based on past research, that supply chain
managers who perceived a supportive climate in their
organization would feel that their work facilitates their giving
their “best effort” at work while those supply chain managers
who perceived their organizational climate as unsupportive
would perceive their work situation as not conducive to their
putting forth their best effort at work. The results indicated that
of the six climate questions dealing with self fuffil,
advancement, interpersonal relations, etc., supply chain
managers who reported that their work environment facilitates
putting forth their best effort indicated that they perceived their
organization as providing a high degree of opportunity to
achieve these factors. Whereas, supply chain managers who
perceived their organization as not supportive of these six
factors perceived that their work environment did not facilitate
their putting forth their “best effort.”

Christopher et, al. 2003 with the study climate perceptions
and work outcomes by using a meta-analytic review to examine
the relationships between individual-level (psychological)
climate perceptions and work outcomes such as employee
attitudes,  psychological ~ well-being, = motivation, and
performance. Their review of the literature generated 121
independent samples in which climate perceptions were
measured and analyzed at the individual level. These studies
document considerable confusion regarding the constructs of
psychological climate, organizational climate, and
organizational culture and reveal a need for researchers to use
terminology that is consistent with their level of measurement
theory, and analysis. They were findings indicate that
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psychological climate, operationalized as  individuals’
perceptions of their work environment, does have significant
relationships with individuals’ work attitudes, motivation and
performance. Structural equation modelling analyses of the
meta-analytic correlation matrix indicated that the relationships
of psychological climate with employee motivation and
performance are fully mediated by employees’ work attitudes.
Future Research

Cooper, 1984 did a study investigating sources of stress
among executives in 10 countries, Japanese executives suffered
particularly from pleasure to “keep up with new technology”.
Britain, second a high percentage of executives found that
keeping up with new technology is a great source of pleasure at
work. In the future study,do Malaysia as a developing countries
fell pleasure due to emphasizing on technology, it can do a
research whether there is significant relationship between
organizational stress and new technology.

However, over the past decade, the advances in technology
have improved rapidly. This improvement has changed the
virtual environment and given it a completely fresh look. The
virtual environment has become fast, very reliable, and highly
secure. It is offered with more excitement and more advanced
technologies than ever before.

Chen & Nath, 2008 stated people are willing to sacrifice
their time, resources, personal lives, and families to complete
their tasks. With the job market declining in recent years,
workers have seen mass layoffs, pay cuts, and outsourcing
happening everywhere around the globe. That means fewer jobs,
more unemployed workers, and jobs become more demanding.
During this economic downsizing, many people feel more job
insecurity, so they are willing to take on additional job
responsibilities, which give them the sense of job security. But
working excessively long hours increases stress levels and takes
a heavy toll on family life and social relationships (Weaver,
2003).

Weaver 2003 also stated that the Japanese government has
reported 10,000 cases a year of manager, executives and
engineers died because of overwork. According to the NIOSH
study, the U.S. reported from full or part-timers that high job
stress rose to 45 percent in 2002 from 37 percent the year before.
40 percent of U.S. workers reported they felt very or extremely
stressful with their job.
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