WORK STRESS & WORK LIFE BALANCE: 
A CASE STUDY OF WOMEN EMPLOYEES OF MINISTRY OF AGRICULTURE & AGRO-BASED INDUSTRY OF MALAYSIA

Abstract
Stress can be defined as experienced discrepancy between demand of environment and capabilities of individual. Many empirical studies also have discovered that stress has lead to a numerous problem such as absenteeism, low job performance, poor work life balance, and also to organizational commitment (e.g., Naithani 2010; Poelmans, Kalliath, & Brough, 2008; Sverke, Hellgren, & Näswell, 2002). Therefore, the aim of this study is to check the influence of work stress components (i.e., extrinsic effort, extrinsic reward, and overcommitment) on work life balance. For this purpose, a survey is conducted with quantitative survey among 130 women employees of Ministry of Agriculture and Agro-Based Industry of Malaysia, which results in 100 valid respondents. The hypotheses are then proposed and tested using Pearson correlation. This analysis reveals that work stress affects implementation of work life balance. In particular, there are linear and negative relationships between work stress components and working life balance (i.e., extrinsic effort, r= -0.440, p = 0.000, extrinsic reward, r = -0.464; p = 0.000, and overcommitment, r= -0.556, p=0.000). These works illustrate and provide some views in organizational management from the developing world environment.
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Introduction
Today’s in hectic world, the workplace often seems like an emotional roller coaster. Working for long hours, tight deadlines, and increasing demands make employee feeling worried, drained, and overwhelmed. When stress exceeds individual ability to cope, it stops being helpful and starts causing damage to their physical and psychological as well as to your job satisfaction. The employee cannot be run without facing stress in their work. According to Wickramasinghe (2012), work stress is generally identified as an adverse reaction people have to excess pressure or demand placed on them at work. Work stress has been found as one of the most importance subject of organizational management and stress has been associated with numerous negative impacts such  such as hypertension and others health problems (Wan, Haverly, & Hammer, 2018), burnout and less safety performance (Smith, Hughes, DeJoy, & Dyal, 2018; Schnall, Dobson, Rosskam, & Elling, 2018), negative emotional well-being (Sharma, Yadava, & Yadava, 2001), low productivity (Gandham, 2000),  and others negative consequences. For instance, Smith, Hughes, DeJoy, and Dyal (2018) revealed that both work stress and work-family conflict predicted burnout and burnout negatively influenced personal protective equipment compliance, adherence to safety work practices, and safety reporting and communication. 
In addition, work stress also has been discovered by plethora studies as to give negative effect on work life balance (e.g., Naithani 2010; Poelmans, Kalliath, & Brough, 2008). For instance, Sverke, Hellgren, and Näswell (2002) found that stress lead to several negative implications for individuals which include absenteeism, poor employee attitudes, lack of commitment, and poor performance. Moreover, based on findings from both Safaria et al. (2011) and Hauck, Snyder, and Cox-Fuenzalida (2008), work stress has significant negative effects such as frustration, depression, and poor job performance.

 According to Greenhaus, Collins, and Shaw (2003), work-life balance can be defined as the extent to which an individual is equally engaged in and equally satisfied with his or her work role and family role. On other hand, Dundas (2008) argues that work life balance is about effectively managing and juggling act between paid work and all others activities that are important to people such as family, community activities, voluntary work, personal development, and leisure and recreation. According to Sayers (2007), work life balance is importance indicator for life satisfaction. 

Therefore, this study was conducted to examine the influence of work stress (extrinsic effort, extrinsic reward, and over commitment) on work life balance. The present study has delivered two important insights to the current state of the literature.  First, this study has provided insights on the influence of work stress. Notwithstanding that past studies demonstrated the single relationships between the proposed variables; however, there is little evidence to consider the examination of these variables into one model. Second, this study has tried to provide a comprehensive understanding about the impact of work stress components in the Malaysian setting. Since there was a lack of such research in this context, this research can provide theoretical contribution and managerial basis for future researches as well as implications for the practitioners. 

Siegrist’s Effort-Reward Imbalance (ERI) model
Some of these occupational stress theories range from person-environment fit theory, job characteristics framework, job demand-control model, effort-reward imbalance concept, and the transactional theory of psychological stress and coping. These are some of the well-known models which have gained dominance over the decades in guiding stress research and practice despite their variance in popularity and empirical support. For the purpose of this study, an effort-reward imbalance has been referred. The model comprises both situational components (i.e. effort and reward) and a person-specific component (overcommitment). This model conceptualised by Siergrist (1996) who postulates that stress results from the discrepancies between the efforts individuals put into their work and the rewards they receive. Thus, where an individual’s intrinsic characteristics of hard work or even (over)commitment to work demands is not reciprocated with adequate appreciation in form of financial entitlement (like salary, wages or bonuses), job security, esteem and career progression, then it is likely to elicit negative emotions and sustained employee stress. The model predicts that employees who believe that they receive ‘appropriate’ rewards for their efforts will be healthier and more satisfied, whereas those who perceive a lack of reciprocity will experience poorer well-being (Siegrist, 2001). Moreover, many studies have associated the model with a wide range of negative outcomes such as poor physical and mental health, sleeping difficulties, job dissatisfaction, sickness, absence and leaving intentions. Therefore, the overall purpose of this research therefore was to investigate the contribution of the effort-reward imbalance model and to predict its influence on work life balance experienced by a sample of 100 women employees of the Ministry of Agriculture and Agro-Based Industry.
Influence of Work Stress on Work Life Balance 
Work stress is a common problem in every work place. According to Stranks (2005), stress affects psychological, emotional, cognitive, behavioural, and physical elements of the individual such as  anxiety, demotivation, accident, absenteeism, and headaches. Based on the survey of 500 middle level managers working in banks, Sarwar and Aftab’ (2011)  study discovered that there is a strong relationship between work stress and family imbalance in which regression analysis shows that 64.80% of variation in family imbalance is because of work stress. Then, Razak, Yusof, Azidin, Latif, and Ismail (2014) discovered that workload was significant at p< 0.01 (0.000) and has positive correlation with work life balance at 0.402. 
Next, in examining, work stress and work life balance on the female faculties of central universities in Delhi, Zaheer, Islam, and Darakhshan’ (2016) findings showed that there exists a strong negative relationship between occupational stress and work life balance. Similarly, Bell, Rajendran, and Theiler’ (2012) study among Australian academics, found that work stress increased work life conflict which leads to reduction in the work life balance.  Next, Ross and Vasantha (2014) concluded that work life balance and stress are interrelated and they suggested that the organization should emphasize on work life balance policies. Then, Christiana and Rajan’ (2014) findings showed that work stress affect work life balance in which lead to low job satisfaction. Similarly, Le Fevre, Boxall, and Macky’ (2015) results found that professionals were found to have high stress, high work intensity, and greater work life imbalances.  While, Shepherd-Banigan et al. (2016) study has discovered that women who worked from home reported a statistically significant decrease in depression scores over time (β=−1.36, p=0.002) as working to women who worked at office. Based on this reasoning and on the findings in previous research, this study proposes the following hypotheses:
Ho1: There is no relationship between work stress (extrinsic effort) and work life balance.

Ha1: There is a significance and negative relationship between work stress (extrinsic effort) and work life balance.

Ho2: There is no relationship between work stress (extrinsic reward) and work life balance.

Ha2: There is a significance and negative relationship between work stress (extrinsic reward) and work life balance.

Ho3: There is no relationship between work stress (overcommitment) and work life balance.

Ha3: There is a significance and negative relationship between work stress (overcommitment) and work life balance.
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Figure 1: Conceptual Framework on the Influence of Work Stress Components on Work Life Balance

Methods
The study used a quantitative survey and a cross-sectional study research design. Approximately 130 surveys were distributed among women employees of the Ministry of Agriculture and Agro-Based Industry. Of 130 questionnaires, only 100 returns were usable. Therefore, the response rate of this study was 76.92 %.Table 1 summarizes profile of the respondents for this study. Most of respondents were from 29 to 39 years old (54%) followed by 40 to 50 years old (21%). Next, most of respondents education level were SPM/STPM (42%) followed by Degree (27%), Diploma (22%), Master (8%) and others (1%). Table shows that respondents status majority married (71%) followed by single (26%) and single parent (3%). Most respondents are from support group (70%) followed by management and professional group (30%
Table 1: Profile of the Respondents
	No
	Profile
	Number of respondent (No.)
	Frequency (%)

	1
	Age

    18-28

29-39

40-50

51-61
	15

54

21

10
	15

54

21

10

	2
	Education

SPM/STPM

Diploma

Degree

Master

Others
	42

22

27

8

1
	42

22

27

8

1

	3
	Status

Single

Married

Single Parent
	26

71

3
	26

71

3

	4
	Group Classification

Management and Professional Group

Support Group
	30

70
	30

70


In this research, 16-items work stress scale by Msaoeul et al. (2012) was adapted and employed which examine work stress based on three dimensions. The dimensions are extrinsic effort, extrinsic reward, and over commitment. Then, in measuring the dependent variable which is work life balance, 2-items scale by Wepfer et al. (2015) has been adapted. All items were scored on a 5-point Likert-scale ranging from 1 = strongly disagree to 5 = strongly agree. 
Prior to commence the full-scale study, pilot test need to carrying out to access the proposed research framework and trial some of the logistical issues. The sample size for the pilot study is determined based on the guideline of 10% from actual sample size (Lackey, Wingate, Brink, & Wood, 1998). Once the pilot study has been completed, the researchers need to examine the normality and reliability of the data and re-examine the questions in the survey. This is to ensure that the survey is valid and reliable for the full-scale study. The assumption of normality is a compulsory for many inferential statistical techniques. For the purpose of the study, the researchers will determine the normality of the data based on the value of skewness and kurtosis. The value of skewness should fall within the range of ─2.0 to +2.0 to indicate the normal distribution; otherwise, the distribution for the respective items departs from normality (Mardia, 1985).  

Then, this study examined the reliability of the constructs by looking at the Cronbach’s alpha coefficient. In general, the reliabilities less than 0.60 are considered to be poor, those in the 0.70 range are acceptable, and those over 0.80 are good (Sekaran & Bougie, 2013, p. 293).   Finally, to test hypothesis, pearson correlation has been used to found out the relationship between dependent variable and independent variables. This correlation helps to identify the relationship between independent variables with dependent variable which whether there is positive, negative or no relationship between those variables (Hair, Anderson, Tatham, & Black, 1995). 
Findings and Discussion 
Findings
Preliminary Analyses
Based on the results of normality test, this study fulfilled the assumption of normality (see Table 2). Referring to the same table, Cronbach’s alpha for extrinsic effort (0.815), extrinsic reward (0.837), over commitment (0.884), and work life balance (0.811) were above than 0.7, thus were considered as good and reliable.

Table 2: Test of Normality & Reliability

	Variables
	Skewness
	Kurtosis
	Cronbach’s Alpha
	      No. of Items

	Independent Variables:
	
	
	
	

	Extrinsic Effort
	0.348
	0.385
	0.815
	5

	Extrinsic Reward
	0.818
	0.313
	0.837
	6

	Over commitment
	0.147
	-0.587
	0.884
	5

	Dependent Variable:
	
	
	
	

	Work Life Balance
	-0.957
	0.965
	0.811
	2


 Main Findings 

Table 3: Pearson Correlation Results
	
	Work Life Balance

	Extrinsic Effort

                           Pearson Correlation

                              Sig.

                               N


	-0.44

0.00

100

	Extrinsic Reward

                            Pearson Correlation

                              Sig.

                               N


	-0.464

0.00

100

	Overcommitment

                            Pearson Correlation

                              Sig.

                               N


	-0.556

0.00

100


Pearson correlation was used to analyze the strength of association between all variables in this research study. Based on Table 3, the first independent variable which is extrinsic effort indicated that r = -0.440 while p = 0.000. The result shows that there was a negative significant association between extrinsic effort and work-life balance. Therefore Ha1 was accepted and we reject Ho1.  The second independent variable which is extrinsic reward indicated that r = -0.464 while p = 0.000. The result showed that there was a negative significant association between extrinsic reward and work-life balance. Therefore Ha2 was accepted and we reject Ho2.  Finally, there is a negative significant association between overcommitment and work life balance (r= -0.556, p=0.00). Therefore Ha3 was accepted and we reject Ho3.  Therefore, the findings confirmed that increasing work stress will decrease the employees’ work-life balance. 
Discussion 
Based on the study, it was found that a significance and negative relationship between three components of work stress (extrinsic effort, r= -0.440, p = 0.000, extrinsic reward, r = -0.464; p = 0.000, and overcommitment, r= -0.556, p=0.00) on work life balance. This means that as one variable increases, the other variable will decrease which mean work stress components lead to decrease in the level of work life balance. These findings are consistent with the previous studies such as Stranks (2005), Sarwar and Aftab (2011), Razak, Yusof, Azidin, Latif, and Ismail (2014), Zaheer, Islam, and Darakhshan (2016), and Bell, Rajendran, and Theiler (2012). Therefore, the management need to seriously take action as to reduce work stress among their employees. This could be achieved by implementing psychologically healthy workplace such as providing employee empowerment, support employees work flexibility as they can meet their non-work demands, support employee career development and growth, providing safety workplace, and providing monetary and non-monetary rewards (Grawitch et al., 2006). Next, the management must identify the employees who facing stress and impose stress management strategies in order to help them (Giga et al., 2003; Kohler & Munz, 2006). This can help the management to understand (1) what is particular task that perceived as stressor, (2) what kinds of intervention need to be taken, and (3) which interventions are the best in helping the employees in reducing their stress. Since this study referred to effort-reward imbalance model, we suggest that the management should focus on the recognition component which can be achieved through both formal and informal means. For instance, frequent feedback from immediate supervisors can help to improve employee feelings of accomplishment, and have the added benefit of continuous reinforcement of organizational expectations and cultural norms. 
Conclusion
In this study, work stress components have been discovered to negatively influence work life balance. Significantly, the finding of this study has contributed to new knowledge and awareness among women employees and management at the Malaysian Ministry of Agriculture that there is work stress among the employees and it needs to be manage and handle as soon as possible so that the work life balance can be practiced. This study can provide an insight for future researcher so that they can expand the study to a broader aspect. Other than that, this study helps the future researcher to develop a research instrument that fits to Malaysia context. The findings generated in this study can help to develop strategy human resources plan to attract, acquire, and retain competent workforce. Although this study provides some valuable elements for future research, several limitations have been discovered. First is common method variance problem in which the data are collected from the same group of respondents. Therefore, future research needs to employ other technique such multirater which may respond different point of view and unbiased judgement on this topic. Second, data collection for this study was through quantitative methods which the findings are not in-depth. Hence, a combination method such as interview and observation rather than solely depending on a questionnaire to be employed. Next, the study was conducted using cross sectional study, which may influenced the validity of the results in the timeline. Respondents may provide different answers in different periods according to their situation at work. Therefore, future studies could implement longitudinal studies where the data is collected from the same sample continuously over a period of time probably stronger and more honest answering questions. Finally, our model is limited since we only focus on the impact of work stress on work life balance. Future studies can build on the findings of the present study such as include other importance variables such as personality types, demographic factors, mediating and moderating variables, and others factor which should be further examined.
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