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Abstract  

Effectiveness of an organization is largely dependent on its employees’ job performance. Job 

performance is influenced by job stress and job motivation, whereby job motivation is 

believed to have a mediation effect in the relationship between job stress and job performance.  

Hence, this paper is aimed at identifying the relationship between these three variables among 

Royal Malaysia Police (PDRM) officers at the Federal Territory Police Headquarters. This is 
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a quantitative study for which data has been collected from 341 police officers through a 

survey. Data was analyzed statistically using PLS-SEM. Findings showed that there was a 

significant, negative relationship between job performance and job stress; and between job 

stress and job motivation. Job motivation was found to be a significant mediator in the 

relationship between job stress and job performance.   
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1. Introduction 

1.1 Problem Background 

Job performance includes all activities performed in the execution of a particular job (Chen, 

2009). Job performance of employees is an important determinant of organizational 

effectiveness. However, job performance is believed to be significantly linked to job stress 

and job motivation. This is because job stress has a direct impact on the quality of job 

performed by employees as well as affecting their motivation level (Wani, 2013).  

Motivation serves as the driving force for a person to perform a job (Noermijati & Primasari, 

2015). Thus, job performance of employees is indirectly influenced by the amount of 

motivation they receive in an organization. In this context, it is suggested that the effect of 

job stress on job performance is controlled by job motivation, or in other words, job 

motivation has a mediating effect on job stress and job performance.  

1.2 Problem Statement 

Policing is one of the most stressed professions in the world. In Malaysia, the Royal 

Malaysian Police (PDRM) is responsible for law enforcement, order management, 

maintaining public safety and reduce crime rates (Cheah et al., 2018). Due to the nature of 

their daily jobs such as long working hours, organizational hierarchy and security issues 

(Aytac, 2015), police officers are exposed to high job stress in their daily jobs. Prolonged 

exposure to high job stress has a detrimental effect on police officers’ physical and 

psychological health, as well as their job performance. Nevertheless, motivated police 

officers are expected to be happier at work and show good job performance despite the job 

stress (Susan et al, 2012). Therefore, this study is intended to study the mediating effect of 

job motivation between job performance and job stress of police officers.  

1.3 Objectives of Study 

The study is intended to achieve the objectives to :  

i. identify the influence of job stress on job performance. 

ii. identify the influence of job stress on motivation 

iii. identify the role of motivation as a mediator in influencing the effects of job stress on job 

performance. 

1.4 Hypotheses of Study  
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H1 : There is no significant effect of work stress on job performance. 

H2 : There is no significant effect of work stress on motivation. 

H3 : Motivation does not affect the effect of job stress on job performance. 

1.5 Review of Literature 

Job performance is a measure of how a person is performing in his work. Thus, job 

performance can be used to review, examine and evaluate whether employees’ behaviour and 

performance is aligned to the organizational goals. Employees who demonstrate high level of 

job performance helps to ensure success of an organization. 

Job stress is a common issue at workplace. Job stress is defined as the harmful physical and 

emotional responses that occur when the requirements of the job do not match the capabilities, 

resources, or needs of employee (NIOSH, 1999). Thus, work related factors such as high 

workload and deadlines can cause a person to experience stress and eventually become less 

productive in workplace.  

On the other hand, motivation is capable of triggering and reinforcing a behaviour or action 

(Dobre, 2013). Motivation has been closely associated to job performance. According to 

Asim (2013), there is a positive correlation between motivation and employees’ job 

performance. The higher is the employees’ motivation, the higher would be their job 

performance.  This is linked to the willingness of employees to ‘invest’ time and effort in 

their job, which leads to higher job commitment and productivity (Shkoler & Kimura, 2020). 

As such, organizations with motivated employees are often more successful because 

employees will always find ways to perform their tasks effectively (De Jong & Den Hartog, 

2007). Motivated employees also support the achievement of organizational goals because 

they will always find ways to improve their job performance (Razali et al., 2021). 

Besides, motivation has also been associated to employees’ level of job stress. It is being 

suggested that enhancing motivation could be an important technique for reducing job stress 

of employees. It is generally believed that when employees are adequately motivated, they 

will be more satisfied and happier to work for an organization (Unnikrishnan, 2015). This 

may eventually increase organizational productivity and competitiveness However, there is 

still limited literature on how motivation actually regulates job stress of employees as most of 

the previous studies had been focused on investigating the impact of job stress on motivation, 

not vice-versa.  
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1.6 Conceptual Framework  

 

In this conceptual framework, job stress is referred to as the ‘predictor’, job performance as 

‘criterion’ while job motivation as ‘mediator’. According to the framework, there is a direct 

relationship between job performance and job stress (path c); job stress and job motivation 

(path a) and job performance and job motivation (path b). Nevertheless, an indirect 

relationship is stipulated between job stress and job performance, with job motivation acting 

as a mediator (path c’). 

According to Baron & Kenny (1986), mediation effect is calculated using three regression 

equations: (i) predictor effect on criterion (path c), (ii) predictor effect on the mediator (path a) 

and (iii) predictor and mediator effect on criterion (path c'). The next step is to compare the 

standard regression coefficients (β) for paths c and c’ and if β at c is smaller, then mediation 

occurs. In other words, after the calculation of the three equations, perfect mediation occurs 

when the direct effect (path c) is non-existent and the indirect effect (path c′) exists; partial 

mediation occurs when both direct and indirect effects exist (Baron & Kenny, 1986).  

2. Method 

This quantitative study was conducted using survey methodology to collect data. A total of 

341 samples were obtained using purposive sampling from the population of PDRM officers 

at the Federal Territory Police Headquarters. A questionnaire with Likert-scales items was 

employed as instrument to collect data. For job performance’, 18 items on a 5-point Likert 

scale were used to record respondents’ scores ranging from 1-Rarely/Never to 5- 

Always/Often. For job stress, ‘Occupational Stress Index’ containing 46 items on a 5-point 

Likert scale was used with responses ranging from 1-Strongly Disagree to 5-Strongly Agree. 

For motivation, ‘Extrinsic and Intrinsic Motives Work Scale’ with 16 items on a 7-point 

Likert scale was used to obtain respondents’ scores ranging from 1-Not Appropriate at All to 

7-Appropriate and Accurate. Data from the completed questionnaire was then analyzed 

statistically with PLS-SEM software. 
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Table 1. Individual Job Performance  

No. Item 

1 I manage to plan my work so that I can complete it on time 

2 My work planning is optimum 

3 I remember the outcome that I need to achieve in my job 

4 I am able to identify main problems in my work place 

5 I can complete my job with minimum utilization of time and effort 

6 I take extra responsibilities at work 

7 I start new tasks on my own once I am done with the previous ones 

8 I take up challenging tasks 

9 I work to ensure that my job-related knowledge is up-to-date 

10 I work to maintain my job-related skills  

11 I can provide creative solutions for problems 

12 I keep on looking for challenges in my job 

13 I am active during work meetings 

14 I complain about unimportant matters at school 

15 I am a trouble maker at work 

16 I always focus on the negative aspects of my job 

17 I talk to my colleagues regarding negative aspects of my work 

18 I talk to outsiders on negative aspects of the work/organization 

 

Table 2. Occupational Stress Index 

No Item 

1 I need to do a lot of work in this job 

2 There is inadequate and vague information on my job role and its 

expected outcome 

3 I often receive contradicting work instructions from different 

supervisors 

4 It is sometimes difficult to coordinate between group pressure and 

formal instructions/regulation 

5 I feel responsible for being efficient and productive at work 

6 My suggestions are often being considered and implemented in this 

organization 

7 My decision and instructions on job segregation among employees 

are being followed  

8 I need to cooperate with people I like 

9 My job involves observational tasks 

10 Top management of this organization is concerned about my welfare 

11 I receive lower salary for the job I do 

12 I do my job under pressure 

13 I have to manage additional workload with insufficient manpower 
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and resources 

14 The objectives of my job role are clear and well-documented 

15 My supervisors do not interfere in my job scope and work method 

16 I have to work unintentionally due to group pressure 

17 I am responsible for the future of some workers 

18 My contribution is often sought after in the process of resolving 

problems at workplace 

19 My suggestions on employee training and development are often 

being considered 

20 Some of my colleagues and subordinates try to downgrade my work 

performance 

21 I have unlimited opportunities to utilize my expertise and experience 

in my current job  

22 This job has improved my social status 

23 I seldom get recognition for my work performance 

24 My job is risky and complicated 

25 I often have to do my job in hurry because of heavy workload 

26 I cannot perform my job smoothly due to vague job scope and job 

descriptions 

27 I am not provided with clear instructions and adequate resources 

when assigned with new tasks 

28 I have to go extra miles in my job in order to be accepted in a group 

29 I am responsible for the success of this organization 

30 I am involved in policy making of the organization 

31 Input and feedback from employees must be taken into consideration 

before conducting interviews for important positions 

32 My colleagues cooperate with me well in resolving problems at work 

place 

33 I can develop my capabilities in this organization 

34 The top management does not acknowledge my job and position 

35 I often feel that this job has made my life difficult 

36 I am unable to spend time and attention for my personal life as I am 

too busy with my job 

37 I am not sure what my colleagues and top management expect of job 

role and behaviour at work 

38 Employees need to focus on work procedures and formal instructions 

39 I am forced to break organizational rules and procedures at times due 

to group pressure 

40 My opinions are taken into consideration for any improvement or 

amendments in the work system or instrument 

41 There is high cooperation and team work among employees in this 

organization 
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42 My recommendations for problem solving are not taken into 

consideration although I am capable in my job   

43 The working condition in this organization is good, especially in 

terms of employee welfare and facilities  

44 I need to do the same work as others  

45 It is difficult to implement new procedures and policies in the 

organization 

46 I cannot do my job well because of too high workload and too little 

time 

 

Table 3. Extrinsic and Intrinsic Motives Work Scale 

No Item 

1 I choose this job to achieve a particular life style 

2 I choose this job for the income  

3 I can complete the tasks related to this job 

4 I am happy as I get to learn new things from this job 

5 The job has become part of myself 

6 I will be ashamed of myself if I could not succeed in this job 

7 I choose this job to achieve my career goal 

8 The job is an interesting challenge 

9 The job gives me money 

10 The job is the way I want my life to be 

11 I will be disappointed if I cannot perform in this job 

12 I do not understand why we are given unrealistic job requirements 

13 I can be a ‘winner’ in life through this job 

14 It is a satisfaction when I manage to do difficult tasks 

15 This job offers safety and security to me 

16  There is a high expectation on my job 

 

3. Results  

3.1 Sociodemographic Profile of Respondents 

Table 4. Sociodemographic Profile of Respondents 

Characteristics Frequency % 

Gender   

Male 277 81.2 

Female 64 18.8 

   

Age   

20 – 30  20 5.9 
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31 – 40  170 49.9 

41 – 50  77 22.6 

51 and above 74 21.7 

   

Marital status   

Single 37 10.9 

Married  304 89.1 

   

Education level   

STPM/Diploma 76 22.3 

Bachelor degree 163 47.8 

Masters degree 99 29.0 

PhD 3 0.9 

   

Rank   

INSP – ASP  262 76.8 

DSP – SUPT  65 19.1 

ACP – SAC  11 3.2 

DCP and above 3 0.9 

   

Monthly income (RM)   

 2500 – 4500 51 15.0 

4501 – 6500  161 47.2 

6501 – 8500  79 23.2 

8501 and above 50 14.7 

   

Length of service (years)   

10 or less 80 23.5 

11 – 20  134 39.3 

21 – 30  64 18.8 

31 and more 63 18.5 

 

Majority of the study respondents were male (81.2%), indicating that career as police officers 

is dominated by men over women. Most of the respondents were aged between 31 to 40 years 

(49.9%), followed by 41 to 50 years (22.6%) and 51 years and above (21.7%). Majority 

(89.1%) of respondents were married and a total of 39.3% had served as a police officer for 

11 to 20 years. In terms of education level, majority (47.8%) respondents had a Bachelor's 

Degree. Apart from that, majority of the respondents held the rank of INSP to ASP (76.8%), 

with monthly salary between RM 4501 to RM 6500.  
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3.2 Descriptive Analysis of Job stress, Job Performance and Job Motivation  

Table 5. Descriptive analysis of variables 

 Mean SD Level  

 

Job stress  2.87 0.48 Moderate 

Job performance  3.71 0.56 High 

Job motivation  3.76 0.62 High 

 

Job stress and job performance of police officers was found to be at a moderate and high level, 

respectively. Job motivation was also found to be high among the police officers.  

3.3 Relationship Between Job Stress, Job Performance and Job Motivation 

Table 6. Relationship between variables 

Path  β Mean SD  t  95% CI p  

Direct effect       

Job stress  Job performance  -0.458 -0.453 0.056 8.152 -0.540, -0.358 <0.001 

Job stress  Job motivation -0.311 -0.331 0.081 3.846 -0.455, -0.208 <0.001 

Job motivation  Job performance 0.317 0.321 0.054 5.838 0.209, 0.430 <0.001 

Indirect effect       

Job stress  Job Motivation  

 Job performance 
-0.099 -0.105 0.031 3.181 -0.163, -0.059 0.002 

 

Path coefficient analysis showed a negative relationship between job stress and job 

performance with β = 0.458, 95% CI= 0.540, 0.358, t-value = 8.152, while job stress also 

showed a negative relationship with job motivation with β = 0.311, 95% CI= 0.455, 0.208, t 

-value = 3.846. Therefore, hypothesis H1 which states that there is no significant effect of job 

stress on job performance was rejected. Additionally, hypothesis H2 which states that there is 

no significant effect of job stress on job motivation was also rejected. Additionally, a positive 

relationship was shown between job motivation and job performance with β = 0.317, 95% CI 

= 0.209, 0.430, t value = 5.838. Path coefficient analysis also showed a significant 

relationship between job stress, job motivation and job performance, whereby job motivation 

was found to be a significant mediator in the relationship between work stress and job 

performance with β = 0.099, 95% CI = 0.163, 0.059, t -value= 3.181.  

4. Discussion 

This study showed that job motivation can increase the level of job performance among 

police officers despite facing job stress. The more motivated and committed police officers 

are to their jobs, the less they perceive their work as stressful. This suggests that 

self-determined motivation can protect police officers from experiencing the negative impacts 

of stress through its effect on stress assessment. According to Ghazinour et al., (2021), stress 

can be considered a challenge or a threat. Folkman (1997) proposed that a situation is 
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considered a threat only if the situation exceeds individual resources. Police officers who are 

motivated to work may have more psychological resources; and therefore, experience less job 

stress than others. As such, motivation whether from supervisors and organization can reduce 

stress levels and improve the job performance of police officers. 

On top of that, self-determined motivation was positively associated with significant 

work-related consequences. Firstly, it is reflected in employees’ work intention. The more 

motivated employees are to their jobs, the more they report an intention to continue working 

for as long as possible before they retire (Landry et al., 2017; Hutagalung et al., 2020; 

Herdiany, 2019). These findings have important implications for police officers and police 

organizations. Police officers who leave the team before actual retirement will have to look 

for alternative career and may not be able to fully enjoy their pension plan. For PDRM, 

voluntary resignation means the loss of experienced officers, after which energy and time 

must be spent on hiring and training new officers (Chen, 2018).  

On overall, job motivation is associated with feelings of interest, confidence, and freedom to 

continue working. Thus, job motivation may allow police officers to work in a stressful 

environment while experiencing only limited impacts of the stress. This finding is consistent 

with Kulachai and Arnaraphibal’s (2017) model related to motivation, stress and coping, 

which suggests that motivation help individuals to regard stressful events as a challenge 

rather than a threat as they have better personal goals and values, which they expect others to 

respect. On overall, the findings of this study may conclude that there was a significant effect 

of job stress on job performance; and job stress on job motivation. A negative relationship 

between job stress and job performance indicates that high job stress may reduce job 

performance of police officers. Similarly, the negative relationship between job stress and job 

motivation indicates that high job stress may lower job motivation among the police officers. 

There is also a significant relationship between job stress, job motivation and job 

performance, whereby job motivation was found to have a mediation effect in the relationship 

between job stress and job performance.  
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