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Abstract 

Job stress is vastly present in today’s organizations, and the costs of these phenomena cut 
across all levels of society. In recent years, researchers considering job stress in the 
workplace have made great strides in understanding several aspects of the stress phenomenon 
in the field of organizational behavior. Thus, it becomes more important that the individual 
variables of these job stresses are well explored and directly linked to individuals 
experiencing this situation, in order to ensure the right stressors are well understood and other 
moderating functions are studied, like the personality variables. This research presents an 
integration of past research and theory that models the relationship of organizational stressors 
like conflict, work overload, unfavorable work condition, and the moderating role of 
personality traits among managers. The scope of this study is limited to managerial positions 
in electronics firms in Malaysia. A set of demographic factors like gender, marital status and 
educational background, are also studied as influencing factors to job stress. The final 
framework in this study includes the organizational stressors as the independent variable and 
job stress as the dependent variable, with the personality traits moderating that relationship. A 
proportional sampling plan will be done to cover the surveys to be covering all major 
locations of electronics firms in Malaysia. Theoretical and managerial implications of the 
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study will be discussed in details. The implication of the study would be extremely beneficial 
for electronics organizations in not only identifying the organizational sources of job stress, 
but also to understand the personality behaviors of their management staffs and how that 
related to job stress. Organizational stressors play a big role in the study, in which 
understanding its influence to job stress and how to manage and cope would enable the 
leadership team in the electronics organizations to be able to handle job stress more 
efficiently. 

Keywords: Job stress, Personality traits, Organizational stressors, Conflict, Work overload, 
Unfavorable work condition, Neuroticism and extraversion 

1. Introduction  

Today’s managers face many challenges in the highly competitive working environments, 
characterized by lack of time, more uncontrollable factors, background distractions, lack of 
space, general uncertainty, and more administrative tasks that has resulted in job stress. In 
short, managerial work in organizations in exposed to highly stressful environments. Job 
stress is stress involving work. Job stress in the workplace appears to be a wide spread 
cross-cultural phenomenon. Most of the research work on stress has focused on basic 
elements, namely (a) antecedents of stress, (b) mediators of stress and (c) outcomes of stress 
(Jerusalem, 1993, as cited in Deary & Blenkin, 1996). Depending on the subject’s 
characteristic coping response, potential stressors may result in different outcomes in terms of 
physical and psychological disturbances (Endler & Parker, 1990a, as cited in Deary & 
Blenkin, 1996). In the case of personality, the dimension of neuroticism, one of the five 
personality traits, is thought to be an influential antecedent in human stress process (Deary & 
Matthews, 1993).  

Deary and Matthews (1993) states that in the case of personality dimensions, there has been a 
recently developing consensus as to the main dimensions of human temperamental variation, 
and the dimension of Neuroticism is thought to be an influential antecedent in the human 
stress process. Other concepts, such as coping styles and strategies, are currently undergoing 
a process of validation that involves criticism of earlier measurement instruments and the 
development of more adequate tools to measure ways of coping (Deary & Matthews, 1993). 
Some critical attentions must be addressed to the outcome variables of stress models, which 
are often self-report measures of mental or physical ill health, or other aspects of negative 
well-being. Watson and Pennebaker (1989) study indicates it has been demonstrated that 
much of the variance in such self-reports may be captured by a general tendency towards 
negative reporting, called `negative affectivity', which is similar to neuroticism personality 
trait. For stress models this has the important implication that outcome variables might reflect 
personality variance rather than objectively true stress outcomes.  

In many countries, employers have a legal responsibility to recognize and deal with stress in 
the workplace so that employees do not become physically or mentally ill. It is important to 
tackle the causes of stress in the workplace as stress at work can lead to problems for the 
individual, working relationships and the overall working environment. These issues may 
include lowered self-esteem and poor concentration skills for the employee. The employer 
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may suffer from increasing customer complaints, staff turnover and days lost to sickness. 
Managing stress in the workplace is therefore an essential part of both individual and 
corporate responsibility. 

1.1 Problem Statement 

Stress is a state that occurs when people are faced with events they perceive as endangering 
their physical or psychological well-being, and are unsure of their ability to deal with these 
events (Cook & Hunsaker, 2001). Sources of stress are called stressors. Stressors, based on 
most studies include variables like environment, individual and organization (Matteson & 
Ivancevich, 1999). For the past decade, the manufacturing sector has been undergoing 
constant technological development (Jestin & Gampel, 2002). This is inevitably led to high 
pressure and job stress among managers in the work environment. Above all, the recent 
economic slowdown in the global economy has a significant effect on the local and 
multinational firms involving thousands of managers in the country. Many different job 
stressors contribute to job stress problems among these managers. Stressors prominently 
related to the organization itself, include conflict, work overload, unfavorable work 
conditions, and so forth. The other key stressor relates to individual variables like personality 
traits, personal problems and demographic factors and others. With the presence of job stress 
in the current world unavoidable, the big question is, whether the managers are aware of the 
impact of these organizational stressors and adapt to this challenges, as well as the influence 
of personality traits of the managers to their own well-being. 

2. Literature Review and Theoretical Framework 

2.1 Job Stress Among Managers 

In no other segment of society has the interest in stress become more pronounced than in the 
business community. Corporate managers at all levels and of varied management styles are 
attempting to cope with problems resulting from stress at the workplace. Business and 
industry recognize stress as a reason for low productivity and high rates of absenteeism 
(Kahler, 1987) as well as high health care costs (Pelletier, 1984, as cited in Kahler, 1987). 
Medical and other studies have linked job-related stress to causes of coronary heart disease 
and stroke (Kahler, 1987). Executives, young and old, have been dropping out, switching 
professions or becoming ill (Kahler, 1987). 

Managers cannot ignore the stress of their employees and it is in management’s own 
self-interest to find ways to reduce it. However, stress is subjective, and people react to it in 
different ways. According to Szilagyi and Wallance (1990), as cited in Suzanne et al. (1998), 
some people adapt themselves to stress while others tolerate or avoid it. Similarly, some 
individuals go to pieces at the first sign of stress while other seems to thrive on it. Suzanne et 
al. (1998) postulates that much of a person’s reaction to stress depends on the situation and 
their skills in prevention and reduction. According to Clarke and Watson (1991), managers 
have the highest level of stress simply because they are in the middle of the organization 
hierarchy, which can cause a great deal of conflict. Evidence suggests that the forms and 
intensity of stress are different depending on an individual’s position within the organization. 
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Supervisory and middle managers who have fewer opportunities to delegate often manifest 
more symptoms of stress than top executives (Kahler, 1987). 

2.2 Organizational Stressors and Job Stress 

Stress can be caused by environmental, individual and organizational variables (Matteson 
&Ivancevich, 1999; Cook & Hunsaker, 2001). These factors have been found to originate 
from both outside and inside the organization, from groups that employees interact with and 
from employees themselves. The phenomenal rate of social and technical changes has made a 
great impact on people’s lifestyles, and this carried over to their job (Matteson & Ivancevich, 
1999). Organization variables as stress antecedents have been previously studied by 
researchers (Greenhaus & Beutell, 1985). They found that work schedule, work environment 
and work orientation may all produce pressure for the individual to participate aggressively in 
their work role. This research will identify key organizational variables namely conflict, 
overload, and unfavorable work environment. 

When the individual is exposed to stressors constantly, day after day, he or she might 
experience stress. Stress can be expressed in a variety of ways; one may be the way in which 
risk is perceived (Fiesel, 2006). These factors were chosen because they directly affect the 
perceptions or attitudes of a worker and organization. Job stress exists in many aspects of 
work, some study have established the personnel stress that delivery drivers experience by 
examining the job stressors and then determine if there is a link between job stress and how 
work risk is perceived (Chen et al., 1995, as cited in Fiesel, 2006). 

2.3 Personality Traits and Job Stress 

For the past decades, the potential impact of individual dispositions and preferences on 
workplace behavior and effectiveness has reemerged as one of the more significant research 
topics from general social psychological perspective (Goldberg, 1993; Snyder & Ickes, 1985). 
Deary and Blenkin (1996) developed a transactional model of stress that reported job stress as 
a product of personality traits. Their study concluded that personality traits, particularly 
neuroticism, affect job stress. Recent researches have been found to be related to many 
organizational variables such as workload, role conflict or lack of autonomy and job strains 
like job dissatisfaction, work anxiety and somatic symptoms (Brief, et al., 1988; Watson, et 
al., 1986 as cited in Roberts et al., 1997). Spector (1992) argued that personal characteristics, 
for example, personality traits, gender, age and culture/ethnicity are important antecedents to 
job stress. On the other hand, personality traits like a predisposition have a positive effect on 
job stress and a negative effect on job satisfaction (Spector, 1992). 

Over the past forty years, theories and researchers on personality have slowly converged on 
five board factors that appear to explain a majority of variance in work behaviors (John & 
Srivastava, 1999). These five elements are neuroticism, extroversion, openness, 
agreeableness and conscientiousness and have been labeled as the ‘Big Five’. These ‘Big 
Five’ factors represent orthogonal clusters of inter correlated behaviors (McCrae and Costa, 
1999) that are expressive or stylistic in nature and have emerged robustly in empirical 
evidence across participants, raters, instruments and data sources (John & Srivastava, 1999). 
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Personality, defined as an individual’s consistent patterns of thoughts, emotion and behavior, 
influences the selection and self-selection into jobs (Templer, 2011). 

2.4 Theoretical Framework and Hypotheses 

The conceptual framework for this study, as shown in Figure 1 is based on Karasek (1979) 
demand control model of job stress, Lazarus and Folkman (1984) theory of stress and 
evidence from the job-stress literature. Personality traits moderate the relationship between 
organizational variables and job stress. The aim of this study is to determine the relationship 
between organizational variables (Davies, et al., 2000) and personality traits (McCrae & 
Costa, 1992) against job stress. The personality traits will be the moderating variable to the 
dependent variable, namely, job stress, with organizational stressors being the independent 
variable. 

 

 

Figure 1. Theoretical Framework for this research 

 

The hypotheses for the present study will be relating to test the influence of organizational 
stressors and personality traits to job stress. Davie et al. (2000) and McCrae and Costa (1992) 
have tested this case in previous researches. The hypotheses developed for the study are as 
shown below. 

H1: Organizational variables influence job stress. 

H1.1: Conflict has a positive relationship with job stress 

H1.2: Overload has a positive relationship with job stress 

H1.3: Unfavorable work conditions has a positive relationship with job stress 
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H2: Personality variables influence job stress 

H2.1: Neuroticism has a positive relationship with job stress 

H2.2: Extraversion has a positive relationship with job stress 

H2.3: Openness has a positive relationship with job stress 

H2.4: Agreeableness has a positive relationship with job stress 

H2.5: Conscientiousness has a positive relationship with job stress  

3. Methods 

3.1 Respondents 

This research is encompassed by a study using 400 managers from random electronics firms 
in Malaysia. The questionnaires were given in a hard-copy format and a time study was 
conducted. The purpose of this research is to investigate the relationship between coping 
methods and job stress. The nature of this study is correlational as it attempts to analyze the 
relationship between job stress and the coping variables. This is a field study and no artificial 
setting was created as it examines manager’s coping styles towards job stress in their natural 
work environment. Each individual manager represents the unit of analysis in this study. 

3.2 Research Design 

The Sample - The study will cover electronics firms in Malaysia. There are huge numbers of 
factories involved in the electronics sector of the manufacturing industry in Malaysia that is 
located in various industrial zones throughout the country. In this research, electronics 
firms/factories were randomly selected based on a proportion sampling plan, based on the 
weighted percentage of the distributions of these electronics firms by states. This selection 
provided homogeneity in terms of electronics industry, yet it offered diversities in 
organization culture, which were dependent on the firm’s country of origin. The Sampling 
Method - The first level sampling involves proportional study on the electronics firms’ 
population in Malaysia. This data is obtained from the Malaysian Industrial Development 
Authority (MIDA), Latest Update 2009. The second level sampling involves identifying the 
number of firms located in these key industrial areas in Malaysia, proportion to the density of 
the electronics firms. The third level sampling involves the population of managers from the 
randomly selected firms. 

3.3 Variables and Measurement 

This section discusses the variables used in this research plus the measures for these variables 
respectively. All instruments were previously used from published literature (Davis, et al., 
2000; McCrae & Costa, 1992). The survey measurement scale utilizes a 5-point Likert 
response format for job stress measure, organizational variables and personality traits.  

Job Stress Variable - job stress variable will perform a function of dependent variable to the 
antecedent variable (organizational sources of stress and personality variables). Job stress will 
be measured using a screening inventory which helps indicate one’s levels of job stress 
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(Davis et al., 2000).  

Organizational Variables - Organizational variables include conflict, work overload and 
unfavorable work conditions. These variables will be measured using a structured 
questionnaire designed by Davis et al. (2000). 

Personality Variables - Dimensions of personality will be accessed using the NEO Five 
Factor Inventory (Costa & McCrae, 1992) that measures the following aspects of personality 
traits, namely, Neuroticism, Extraversion, Openness, Agreeableness and Conscientiousness. 
Given the fact that demographical factors may influence job stress, personal variables like 
gender, age, salary range, length of working years, educational status, marital status and job 
satisfaction will be statistically controlled. 

3.4 Methods of Analysis 

Job stress can be directly influenced by personal and external factors (Matteson & Ivancevich, 
1999), like personality trait and organizational stressors. To test all the hypotheses of the 
study, hierarchical regression will be done to determine the relationship between the job 
stress and the coping variables, statistically controlling the demographic variables. 
Examination on multicollinearity and its effects will also be done to further validate the 
regression results. The two part process (condition indices and the decomposition of the 
coefficient variance) will be done and comparisons will be made with the conclusions drawn 
from the variance inflation factor (VIF) and tolerance values. The condition indices and VIF 
not exceeding threshold value of 10 will be used (Ndubisi et al., 2001). A threshold of 3 
standard deviation will be used to identify outliers. The model summary and ANOVA tests 
was also performed to check the R2 and F values to test whether the variables used in this 
study was sufficient and valid, plus utilization of these variables to measure job stress fits in 
the multivariate model. 

3.5 Mixed Model Approach 

In this study, mixed model approach was experimented (Tashakkori & Teddlie, 2003), a 
sample of 25 managers out of the 40 during a pilot study was used for a qualitative study. In 
this session, a face to face setup was done, where a short presentation on the importance of 
the study for managers and the future of the electronics world was shared, as well as the 
implication of job stress and coping methods. A set of informal questions like the key types of 
organizational variables causing job stress; how organizations currently address job stress; the 
knowledge and actions that current companies have in addressing job stress and whether 
coping methods are well understood and the need to invest in understanding the best coping 
methods for management productivity, was all dialogued. 

4. Results and Analysis 

4.1 Validity of the Instruments 

In the present study, data collected from different segments of the electronic industry in order 
to find out the influence of coping methods and individual factors on job stress. Content 
validity of the instrument was carried out through a Delphi technique by interviewing the first 
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line managers, regional managers and some senior managers working in both domestic and 
multinational electronic companies at Malaysia. A total of 400 valid surveys was collected 
and analyzed, out of a total of 700 surveys sent. A socio demographic profiling was done 
from all the respondents that would analyze the breakdown by gender, age, salary range, 
length of working experience and educational status, marital status, as shown in Table 1. 

 

Table 1. Overall Summary of Demographic profile of the respondents by frequency and 
percentage 

Factors Variables Frequency Percent 
Gender Male 179 44.8 

Female 221 55.2 
Total 400 100.0 

 
 

Age 

Less than 30 years 3 0.8 
30-35 years 123 30.8 
35-40 years 154 38.5 
40-45 years 102 25.5 
Above 45 years 18 4.5 
Total 400 100.0 

 
 

Salary Range 

Below RM 5000 68 17.0 
RM 5000 – RM 10000 170 42.5 
RM 10000 – RM 15000 97 24.3 
RM 15000 – RM 20000 65 16.3 
Above 20000 0 0.0 
Total 400 100.0 

 
 

Working 
Experience 

Less than 1 year 0 0.0 
1 year – 5 years 25 6.3 
5 years – 10 years 227 56.8 
10 years – 15 years 115 28.8 
More than 15 years 33 8.3 
Total 400 100.0 

 
Educational 
Background 

Diploma/Advanced Diploma 4 1.0 
Bachelor’s Degree 251 62.8 
Master’s Degree 143 35.8 
PhD/Doctorate 2 0.5 
Total 400 100.0 

 
Marital Status 

Single 119 29.8 
Married 261 65.2 
Separated/Divorced 20 5.0 
Total 400 100.0 

Job Satisfaction Yes 320 80.0 
No 80 20.0 
Total 400 100.0 

 

Among the 400 respondents, 44.8% of them were male and 55.2% were female. In terms of 
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marital status, 65.2% of them were married managers, while 29.8% single. Educational status 
showed heavier number of managers currently with a bachelor’s degree at 62.8%, while 
35.8% of them were master’s degree holders. Small population with either diploma/advanced 
diploma or PhD. at 1.5%. Majority of the managers surveyed had a working experience of 
5-10 years at 56.8%, followed by 10-15 years at 28.8%. Salary range showed most managers 
earning between RM5000-RM10000 at 42.5%, while 24% of them earned between 
RM10000-RM15000. Biggest age group was between 35-40 years old, at 38.5%, followed by 
30-35 years old at 30.8% and 40-45 years old at 25.5%. Through simple random and 
weighted sampling, data was collected from the managers from the electronics industries, 
from major industrial states in Malaysia. Descriptive statistics for mean and standard 
deviation is shown in Table 2. 

 

Table 2. Descriptive Statistics for Organizational stressors, personality traits and job stress 
variables 

 Descriptive Statistics   
 N Mean Std. Deviation 
Conflict 400 14.350 4.300 
Work overload 400 16.108 3.562 
Unfavorable work condition 400 12.800 2.604 
Cognitive 400 25.550 4.343 
Social 400 37.548 4.930 
Openness 400 49.035 4.572 
Spiritual/Philosophical 400 33.743 3.851 
Physical 400 33.283 3.670 
Job stress 400 52.703 11.646 
Neuroticism 400 34.013 4.031 
Extraversion 400 39.800 4.145 
Openness  400 39.850 3.100 
Agreeableness 400 39.215 2.993 
Conscientiousness 400 40.873 2.796 

 

Reliability and validity of the instruments were carried out for all the independent, mediating 
and dependent variables. Cronbach’s Alpha value for all variables (coping variables and job 
stress) all scored between 0.6-0.9, indicating the instrument had strong to acceptable internal 
consistency of reliability (Sekaran, 2000). Construct validity test was also done to determine 
the validity of every questions in the instrument used. All this is summarized in Table 3 as 
shown below. 
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Table 3. Reliability tests (Cronbach’s Alpha value) for all variables 

Sl. no Variables Cronbach’s Alpha value No. of items 
1 Job stress 0.918 20 
2 Conflict 0.839 05 
3 Work Overload 0.737 05 
4 Unfavorable work condition 0.682 05 
5 Neuroticism 0.669 12 
6 Extraversion 0.670 12 
7 Openness 0.643 12 
8 Agreeableness 0.685 12 
9 Conscientiousness 0.609 12 

 

Model summary and coefficient of ANOVA testing for coping methods to job stress (R2 = 
71.1%; F = 120.154), indicating the variables used in this study was sufficient and valid, plus 
utilization of these variables to measure job stress fits in the multivariate model. Besides the 
theoretical framework being supported by previous researches (Karasek, 1979; Lazarus & 
Folkman, 1984), the qualitative study adopted during the pilot study that covered 
presentations, interviews and personal dialogues with sampled managers, had a huge impact 
to the healthy R2 and F numbers given by the model summary and ANOVA tests, as shown in 
Table 4 below. 

 

Table 4. Model Summary and Coefficient of determination of ANOVA for coping variable 

Model Summary 

R 
R 

Square 
Adjusted 
R Square 

Std. 
Error of 

the 
Estimate 

Change Statistics 

R Square 
Change 

F 
Change 

df1 df2 Sig. F Change 

.843a .711 .705 6.31063 .711 120.154 8 390 .000
a. Predictors: (Constant), Conscientiousness, Unfavorable work condition, Agreeableness, Conflict, 
Neuroticism, Openness , Work overload, Extraversion 

 
ANOVAb 

Model Sum of Squares df Mean Square F Sig. 
1 Regression 38280.268 8 4785.034 120.154 .000a

Residual 15531.376 390 39.824   
Total 53811.644 398    

a. Predictors: (Constant), Conscientiousness, Unfavorable work condition, Agreeableness, Conflict, 
Neuroticism, Openness , Work overload, Extraversion 
b. Dependent Variable: Job stress 

 

During the pilot study on 40 respondents, 25 of them was subjected to a qualitative study and 
was interviewed in relation to their job satisfaction, job stress awareness and actions taken by 
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their employers or individuals on managing those stressful situations. Almost all of them, in 
summary, was satisfied with their managerial job, and supported the three big stressors in 
their work environment (conflict, work overload and unfavorable work condition) that would 
cause job stress at all levels. Interesting finding, was most of them were not aware of the 
personality traits that can be associated with the individual yet agreed that behaviors and 
believes would determine how a manager would perceive and manage job stress. 

4.2 Regression Analysis on Coping Methods 

Regression weights of all coping methods against the constant variable, job stress. The results 
are as shown in Table 5 below. 

 

Table 5. Regression weights of all organizational, personality variables and job stress 

Model Unstandardized Coefficients Standardized 
Coefficients 

t Sig. 

B Std. Error Beta 
1 (Constant) 23.256 9.900  2.349 .019 

Neuroticism 2.432 .099 .150 4.360 .000 
Extraversion -1.924 .149 -.330 -6.212 .000 
Openness  .544 .145 .145 3.754 .000 
Agreeableness .751 .147 .193 5.095 .000 
Conscientiousness -.959 .174 -.231 -5.504 .000 
Conflict 1.852 .078 .686 23.644 .000 
Work overload .004 .159 .001 .026 .979 
Unfavorable work 
condition 

1.011 .142 .225 7.120 .000 

Y= 23.256 + 2.432X1 - 1.924X2 + 0.544X3 + 0.751X4 - 0.959X5 + 1.852X6 + 0.004X7 + 1.011X8 + Є 

 

In the present study, out of eight variables tested, six variables, namely neuroticism, openness, 
agreeableness, conflict, and unfavorable work condition are significant at five percent level. 
However, extraversion and conscientiousness are negative in value, which implies that an 
increase in the job stress will result in reducing extraversion and conscientiousness. Work 
overload was not significant at p=0.979. The higher the B value for unstandardized 
coefficients, the better contributors or larger magnitude these variables are for job stress. In 
this analysis, neuroticism was at 2.432 (p=0.000) and conflict at 1.852 (p=0.000), showing a 
strong significance at 95% level. Both of this variables will positively increase for an increase 
in job stress. While extraversion was at -1.924 (p=0.000), would negatively increase in 
magnitude for an increase in job stress, also with a strong significance at 95% level. This 
finding is supported by previous researches that states job stress have high magnitude of 
influence by conflict (Hendrix, 1989, as cited in Roberts et al,. 1997), work environment 
(Quick et al., 1997), neuroticism (Watson & Pennebaker, 1989; Birch & Kamali, 2001) and 
negatively in relationship with extraversion (Birch & Kamali, 2001; Attia, 2013). 
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4.3 Hypotheses Testing 

Spearman correlation test has been carried out to test the framed hypothesis in the study. This 
method was used because both the dependent variable (job stress) and the coping methods are 
both in continuous (Likert’s) scale (Jerome & Arnold, 2003). The hypotheses (H1 and H2) 
that was developed in this study was to test the relationship between organizational variables 
and personality variables against job stress, as shown below. Table 6 shows the correlation 
analysis for the eight tested hypotheses. 

 

Table 6. Spearman’s Correlation for Organizational, personality variables and job stress 
(Hypotheses Testing) 

Correlations      
    Conflict Work 

overload 
Unfavorable 
work condition 

Job stress 

Spearman'
s rho 

Conflict Correlation 
Coefficient 

1.000 -0.048 0.286 0.717 

Sig. (2-tailed) . 0.341 0.000 0.000 
Work overload Correlation 

Coefficient 
-0.048 1.000 0.317 0.052 

Sig. (2-tailed) 0.341 . 0.000 0.298 
Unfavorable 
work condition 

Correlation 
Coefficient 

0.286 0.317 1.000 0.698 

Sig. (2-tailed) 0.000 0.000 . 0.000 
Job stress Correlation 

Coefficient 
0.717 0.052 0.698 1.000 

Sig. (2-tailed) 0.000 0.298 0.000 . 

 

Correlations 
 Spearman's rho Job stress Neuroticism Extraversion Openness Agreeableness Conscientiousness
 
Job stress 

Correlation Coefficient 1 0.745 -0.617 -0.062 0.074 -0.179 
Sig. (2-tailed) . 0 0 0.217 0.139 0.318 

Neuroticism 
Correlation Coefficient 0.745 1 0.547 -0.352 0.378 0.255 
Sig. (2-tailed) 0 . 0 0 0 0 

Extraversion 
Correlation Coefficient -0.617 0.547 1 -0.159 0.646 0.541 
Sig. (2-tailed) 0 0 . 0.001 0 0 

Openness  
Correlation Coefficient -0.062 -0.352 -0.159 1 -0.358 0.19 
Sig. (2-tailed) 0.217 0 0.001 . 0 0 

Agreeableness 
Correlation Coefficient 0.074 0.378 0.646 -0.358 1 0.201 
Sig. (2-tailed) 0.139 0 0 0 . 0 

Conscientiousness 
Correlation Coefficient -0.179 0.255 0.541 0.19 0.201 1 
Sig. (2-tailed) 0.318 0 0 0 0 . 

 

H1.1 testing indicates, conflict have a strong correlation on job stress (71.7%) at a 



International Journal of Social Work 
ISSN 2332-7278 

2015, Vol. 2, No. 1 

http://ijsw.macrothink.org 13

significance of p=0.000, hence based on this, the alternate hypothesis is accepted and it is 
confirmed the conflict will positively influence job stress. This finding is further supported by 
studies in regards to the effect of individual’s stress to role conflict have shown positive 
relationships to job stress (Hendrix, 1989, as cited in Roberts et al,. 1997). Role conflict has 
been found to exist when an individual has two or more role requirements that work against 
each other (Kahn et al., as cited in Rahim, 1996). As Cooper et al. (2001) stated that role 
conflict in particular would be associated with burnout. 

H1.2 testing shows work overload have no correlations to job stress (5.2%) at a significance 
of p=0.298, hence based on this, the alternate hypothesis is rejected and it is confirmed the 
work overload will not influence job stress. This results does not support various previous 
researches that indicates strong relationship of over loaded work to job stress (Karasek & 
Theorell, 1990; Buckingham, 2004; Cooper et al. (2001) and Kumaresan, et al. (2004) did a 
similar research on a smaller scale of managers showed and supported this finding that work 
overload did not have any significance to job stress. 

H1.3 testing resulted in unfavorable work condition have strong correlation (69.8%) at a 
significance of p=0.000, hence based on this, the alternate hypothesis is accepted and it is 
confirmed the unfavorable work condition will positively influence job stress. This finding is 
well support by previous literatures (Fiesel, 2006), that found the unfavorable nature of work 
environment, has contributed to job stress. 

H2.1 hypotheses testing showed that neuroticism have a strong correlation on job stress at 
74.5% (p=0.000), hence based on this, the alternate hypothesis is accepted and it is confirmed 
the neuroticism will positively influence job stress. This finding is widely supported by 
previous researches. Deary & Matthews (1993) suggested that the personality dimension of 
neuroticism is an influential antecedent in the human stress process. According to Deary & 
Matthews (1993), neuroticism is found to have a positive correlation to job stress. Watson & 
Pennebaker (1989) in their study found the neuroticism had a direct relationship with stress. 
Another study by Birch & Kamali (2001) discovered that job stress and depression were 
positively correlated with neuroticism trait. An elevated neuroticism score points out that the 
person tends to have a nervous and irritable character, to be less able to control anxiety and to 
deal poorly with stress (Attia, 2013). 

H2.2 test identified that extraversion have a strong correlation on job stress (-61.7%) at a 
significance of p=0.000, hence based on this, the alternate hypothesis is rejected and it is 
confirmed the extraversion will negatively influence job stress. As found in previous studies, 
extraverted personality tend to be happier in their jobs and suffer lower levels of job stress 
(Attia, 2013). Birch & Kamali (2001) concluded that extroversion dimension of personality 
had a negative relationship with job stress, anxiety and depression, that directly supports the 
finding in this study. Snyder & Ickes (1985) suggested that an individual with extroversion 
tendencies learn to exhibit enthusiastic, energetic, and positive behaviors in setting where 
social approval or positive outcomes are likely to follow. 

H2.3 test showed openness have a no correlation and significance on job stress at 6.2% 
(p=0.217), hence based on this, the alternate hypothesis is rejected and it is confirmed the 
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openness will not influence job stress. People with a high score in openness are more creative, 
more productive and efficient in art and science, and they tend to be less rules-constrained, 
thus will not be influenced to experience job stress (Attia, 2013). Innes & Kitto (1989) 
assessed the relationship between personality characteristics that resulted in openness trait 
having no clear correlation to job stress. 

H2.4 test showed agreeableness have a no correlation and significance on job stress at 7.4% 
(p=0.139), hence based on this, the alternate hypothesis is rejected and it is confirmed the 
agreeableness will not influence job stress. Innes & Kitto (1989) assessed the relationship 
between personality characteristics that resulted in agreeableness trait having no clear 
correlation to job stress. Graziano & Eisenberg (1997) also supported this, and discovered 
that agreeableness trait had no relationship with job stress or even anxiety. 

H2.5 test showed conscientiousness have a no correlation and significance on job stress at 
17.9% (p=0.318), hence based on this, the alternate hypothesis is rejected and it is confirmed 
the conscientiousness will not influence job stress. This finding is supported by a previous 
meta-analyses (Judge & Ilies, 2002, as cited in Parks & Guay, 2009) of relationships between 
personality and motivation, that indicated conscientiousness personality do experience lower 
job stress levels. Innes & Kitto (1989) concluded there is no direct relationship between 
conscientiousness and job stress. 

5. Discussions 

5.1 Major Findings 

Hypotheses 1 (H1) was tested based on the influence of organizational variables to job stress. 
Results showed that conflict and unfavorable work condition, both showed high significance 
at 95% level (p=0.000), through regression analysis, and a strong correlation to job stress, 
with conflict at 71.7% and unfavorable work condition at 69.8% correlation. Hypotheses 2 
(H2) was tested based on the influence of personality variables to job stress. Results showed 
that neuroticism (positively) and extraversion (negatively) trait, both showed high 
significance at 95% level (p=0.000), through regression analysis, and a strong correlation to 
job stress, with neuroticism at 74.5% positively and extraversion at 61.7% correlation 
negatively. The remaining three other personality traits, namely, openness, agreeableness and 
conscientiousness, all show significance but not strong, based on results that was generated 
from the regression analysis, and do not have any correlation strength with job stress.  

Conflict was found to be influencing managers in terms of their roles, responsibilities and 
expectations on datelines, which covers their work life as well as their personal life. Role 
conflict that was most commonly shared was having a couple of roles in their respective 
managerial position. For example, a manager can be the lead for his team within an 
organization that is running an operations business, and at the same time, he might also be 
involved in other programs, like at the site level or involved in cross collaborations to other 
organizations within the same company. Previous studies have widely researched the 
relationship between conflict and job stress. Rahim (1996) studied and proved the positive 
relationship between conflict and job stress, and subsequently found that the existence of role 
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conflict when an individual has two or more role requirements that work against each other, 
thus resulting in job stress. Hendrix (1989), as cited in Roberts et al., (1997) also tested on 
effects of role conflicts to be positively associated to job stress. 

Unfavorable work condition was also found to be a key stressor for electronic companies 
based managers. In interviews, the popular reasons for unfavorable work conditions were 
mainly on diversity and inclusion gaps. Diversity here in the Asian culture was more towards 
two domains, firstly, the gender diversity between male and female, and secondly, was on the 
ethnicity diversity, between various races in the electronics firms located in Malaysia. The 
other element that was closely connected to the unfavorable work place was favoritism. This 
in most recent years has become a big reason for creating a very unhealthy work environment, 
not only among managers, but among all layers of any organization. Quick et al. (1997) 
studied on job stress and its relationship with work conditions. The study revealed global 
competitions creates a very unfriendly work conditions and has significantly contributed to 
job stress among management staffs in most industries. Unfavorable work condition was 
found to be a key organizational stressor and would result in higher levels of depression and 
job stress (Holahan and Moos, 1983, as cited in Eugene, 1999). Economic events, 
globalizations and downsizings would result in job security fears among managers and this 
would directly relate to managers experiencing job stress due to the insecure work 
environment (Carayon, 1995). 

Work overload had no significance to job stress among managers in the electronics industry. 
From the interviews, most managers felt that work load increase has just become a norm and 
part of their daily routine, in which could be the reason why work overload did not come out 
as a significant organizational stressor to job stress. Another assumption was that work 
overload kind of situations are not widely happening among the managers in the electronics 
industries. This triggers the believe that sudden requests of pulled in timelines or additional 
work load or unplanned job requests are becoming less of an issues probably because it’s not 
happening in a large scale or managers have gotten a hang on how to handle such situations. 
Thus, this variable may not be viewed as an organizational stressor (Kumaresan, et al., 2004). 
Work overload is referred to when the employees’ role expectations exceed the resources or 
time available to fulfill assigned responsibilities (Bacharach et al., 1991). This study also 
revealed that if an employee manages their work load effectively in terms of responsibilities 
and expectations, the influence of job stress would be less to none. 

People with neuroticism traits are those experiences more negative emotions and who reports 
less satisfaction with life than most people (Costa & McCrae, 1992). This group of people 
also portray emotional tendencies like anxiety, low self-esteem and tension. At this current 
trend in electronics industry in Malaysia, being in a fast paced environment where changes 
are inevitable, many managers do showcase this neuroticism trait, especially when they 
cannot manage and cope with changes and high demands of performance in this industry. 
Managers with neuroticism trait and its direct positive relationship with job stress have been 
widely studied and tested. Watson & Pennebaker (1989) in their study found the neuroticism 
had a direct relationship with job stress. Deary & Blenkin (1996) further tested and supported 
that job stress is a product of personality traits (especially neuroticism) and perceived 
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workload. Birch & Kamali (2001) discovered that job stress and depression were positively 
correlated with neuroticism trait. 

Extraversion trait as tabled by McCrae and Costa (1999) is defined by characters that exhibit 
high intensity of interpersonal interaction. An individual with this trait would show case 
strong tendency of being sociable, active, talkative, person oriented, optimistic, fun-loving 
and affectionate. This study found managers in the electronics industry that has high 
extraversion personality was found to experience lower level of job stress, as the correlations 
were strong negatively. Managers that fall into this personality trait practice reaching out to 
others and having strong connections with the people in the environment. The strong negative 
relationship between extraversion and job stress is been previously researched and supported. 
Birch and Kamali (2001) concluded that extroversion dimension of personality had a negative 
relationship with job stress, anxiety and depression. Snyder and Ickes (1985) suggested that 
an individual with extroversion personality tend to be more enthusiastic, energetic, and 
portray positive behaviors in setting where social approval or positive outcomes are likely to 
follow, and one significant outcome is better adoption and management of job stress. 

Openness, agreeableness and conscientiousness based traits in terms of their relationship to 
job stress was found to be less significant and no correlations. This is supported by a study by 
Innes and Kitto (1989), whom discovered that personality characteristics of openness, 
agreeableness and conscientiousness had no clear relationship with job stress.  

5.2 Implication and Contributions 

The implication of the study is divided from four difference perspective, namely, theoretical 
viewpoint, individual/managerial viewpoint, organizational viewpoint and economic 
viewpoint. Finally, how these viewpoints are summarized and how it can contribute back to 
the manager’s personal well-being, the electronics organization and the nation would also be 
discussed. Job stress has become one of the key root-causes of poor performances of 
employees in any organizations (Cook & Hunsaker, 2001). This study identifies the influence 
of organizational stressors and personality traits towards job stress among managers in the 
electronics industry in Malaysia. Theoretical viewpoint of this study reveals that personality 
traits do moderate job stress, with neuroticism trait showing a positive relationship to job 
stress while extraversion having a negative relationship. The remaining traits like openness, 
agreeableness and conscientiousness does not show a strong significance towards job stress. 

Individual/managerial viewpoint is constructed based on how the importance of these 
findings and how it reflects individually to the manager. Beyond all, knowing the presence of 
organizational stressors is critical. Likewise knowing your personality trait, would benefit 
how managers would respond to job stress. This would allow managers to understand their 
personality traits and organizational stressors to job stress, thus ensuring their social, 
professional and family life are well balanced. From the organizational viewpoint, the whole 
model of understanding what causes job stress and how the job stress can be influenced by an 
individual’s personality to result in highly productive managerial staffs will be very beneficial, 
for any organizations. In understanding, acknowledging and managing the stressors and 
personality traits to job stress would enable companies to promote more cognitive related 
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activities like social events, team buildings, conferences, community of practices for common 
hobbies that would allow and enable managers to be in the environment that would best suit 
and promote their ability to manage with job stress effectively. Economic viewpoint is more 
from the benefits to the nation and the economy of the country, through the establishment of a 
better stress management process and system within the electronics firms. With the helm of 
every company’s leadership for electronics sector being more composed, balanced work life 
and highly productive, it shapes well for growth in Malaysia for electronics industry in 
general.  

Contributions in of this study would be timely, for the electronics industry being one of the 
nation’s big economic drivers, is experiencing down-sizing and slow down, due to global 
economic situations. The findings on personality variables for managers with specific 
demographics will enable a better job stress management, which will be phenomenal for the 
productivity and the well-being of the individual manager and the continued success of the 
electronics firms. This will allow firms and companies to develop avenues to suit the rightful 
facilities and forums to address job stress for their employees. This would result in a more 
balanced managerial workforce in terms of work life effectiveness, which will result in highly 
motivated individuals, a happier society, highly productive organizations and a huge economy 
boost for the nation. 

5.3 Limitation of the Study 

From the methodology perspective, the sample size that was used in this study was 400, from 
various electronics firms around Malaysia. Key contributing states would include Pulau 
Pinang, Kuala Lumpur, Selangor and Johor. In view of that, a larger sample would provide a 
statistically firmer base to access the relationship between the independent variables and 
coping methods to job stress among managers in Malaysia. A larger sample size is preferred, 
to generalize the findings. Another key note is the study only targets the electronics industry 
in Malaysia, hence the results obtained from this study may not be applicable to other 
industries like textile, transportation, steel, chemicals, and government sectors and so forth. 

From the managers’ perspective as the key sample for this study, the key limitation related to 
job stress itself. In this context, job stress is defined as stress faced by managers at work place, 
where as in the actual fact, managers would experience stresses from other sources besides 
job, which would have a direct implication to their respective stress levels at work. These 
external factors were not investigated in this study. Physiological state of mind of the 
managers when they are answering the survey would play a big part in the outcome of the 
study. Finally from the environmental perspective, the country’s economic conditions and 
stability plays a significant role in determining the manager’s job stress in the electronics 
industry, especially when electronics are Malaysia’s biggest contributor in terms of export 
based income. This external factor was not considered during the time of the study, and will 
have a significant impact to the levels of job stress among the managerial workforce. The 
other significant environmental difference that was not include in this study was the country 
of origin of the electronics firm. It is believed that the stress levels at work experienced by 
employees are different for different origins of the company, due to its internal culture.  
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6. Conclusion 

In summary, the study provided insight on the validity of the stress model using managers’ 
sample in the electronics industry the Malaysia. The findings in this study suggest that the 
stress models developed by previous scholars like Karasek (1979), Lazarus and Folkman 
(1984) and Matteson and Ivancevich (1999), can be applied within the Malaysian context. 
This study as a whole concludes that job stress is widely presence among managers in the 
electronics industry in Malaysia. Conflict as an organizational stressor was very prevalent 
among managers to job stress for both genders. Managers having high neuroticism trait show 
cased higher experience to job stress, while extraversion trait had a negative relationship to 
job stress. It is with hope that the finding of this study will be useful for managers 
individually and organizations to understand the presence of job stress and possible methods 
that would enable managers to cope with job stress effectively. 
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