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Abstract: International assignmnets are increasingly important for Malaysia’s government-linked 
companies (GLCs), due to competitive nature of job environment today. Due to high work demand 
and the complexity of work nature, the work stress becomes a common problem faced by employees 
or even expatriate manager  in many organizations . In almost cases, the responsibilities of expatriates 
in emerging countries will be larger than they are used to overseeing. Thus, the stressor that 
influencing most of the people work and life in this world are resulting from spending of their time 
for job related work purpose.The aim of the  study is to evaluate the relationship between the 
independent variable which is work stress and dependent variables which are workload, role conflict 
and interpersonal relationship at workplace. The respondents are involved six (6) selected Malaysia’s 
government-linked companies listed in Bursa Malaysia. A total of 90 survey questions were 
distributed to respondents and 100 % sets of questionnaires were collected. The results revealed that 
there is a significant relationshipworkload and interpersonal relatinship at workplace towards work 
stress. However, intriguting findings shown there is a negative relationship between role conflict and 
work stress.  The results from this study may help the expatriate managers as well as employerstake 
any necessary precausion and actions to reduce the work strees in order to ensure the expatriate 
managers are feel more comfortable and satisfied to carry their work and to gain quality working life. 
 
Key words: Work Stress, Workload, Role Conflict, Interpersonal Relationship at Workplace, 

Expatriate Managers. 
 

INTRODUCTION 
 
 Workplace environment become one of the important part that cancause a great deal of stress in our daily 
lives. Most of the people in the world are spending their time for job related work purposes resulting ignore the 
stressordue to the competitive nature of working environmentwhich those effects their work and life. Therefore, 
the main focus of this research is to evaluate the factors that influencing work stress among expatriate managers 
in Malaysia’s government-linked companies (GLCs). Today’s with era of globalization, companies from 
different nationalities are trying to capture new markets and proving their presence all over the globe and the 
value of foreign managers increase significantly. However, the issue of work stress has increased dramatically 
among foreign managers who have a negative impact on them and their work as well. For instance, people have 
been suffering from all types of diseases such as heart attack, back pain, neck pain, fatigue, high blood pressure, 
eye problem and many other diseases caused by work stress.  
 Malaysia’s government-linked companies (GLC) which are listed in Bursa Malaysia had been chosen as an 
organizations who have operating MNCs based in Malaysia such as Petronas, Telekom Malaysia, MISC, Sime 
Darby, Tenaga Nasional Berhad, Maybank and Celcom Axiata and they are based in headquarters. All of GLCs 
are under the government substantial ownership which are directly or indirectly through its investment holding 
companies such as Ministry of Finance Incorporation and Khazanah Nasional Berhad (KNB). GLC is a legal 
entity establish by a government to undertake commercial or business activities on their behalf as the rightful 
owner. GLC can be fully owned or partially owned by the government.  
 GLCs which account for 36% of the market capitalization of the Malaysian stock market, play a significant 
role in the development of the country’s economy (Mokhtar, 2005). The term government-linked company is 
sometimes used to refer to corporate entities that may be private or public listed on a stock exchange where an 
existing government owns a stake using a holding company. 
 As an Malaysia’s GLCs faced the phenomenon; where managing human resources in international business 
is not easy. For global organizations there is an increasing needs to get groups of managers from different 
nationalities to work together effectively either as enduring management teams or to resource specific projects 
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addressing key business issues. Many organizations have found that bringing such groups of managers together 
can be problematic and performance is not always at the level required or expected. Performance is then related 
to workplace stress, which is the harmful physical and emotional response that occurs when there is a poor 
match between job demands and the capabilities, resources, or needs of the employees.  
 Thus, this study attempt to discuss about expatriate managers who have work in Malaysia’s GLCs because 
most of the foreign managers are challenged and excited to be in their new postings. They need to spend a lot of 
time at work since they are under pressure to adapt to the new culture and their overall responsibilities are often 
larger than they have experienced before which it might be lead to the work stress. 
 Work stress becomes a common problem faced by employees in many organizations today. In almost cases, 
the responsibilities of expatriates in emerging countries will be larger than they are used to overseeing. It will 
affects employees mental and physical health and which in the long run will affects organization performance. 
Thus, this study has been focus on the factors contributed to work stress among foreign managers who are 
working in Malaysia’s GLCs, as stated that the foreign managers are stressed because of work overload and 
some other factors (Division of Human Resource, 2000).  
 Management role of an organization become one of the factors that affect work related stress among 
employees (Alexandros-Stamatios et. Al, 2003). Expatriate managers in Malaysia’s GLCs can face occupational 
stress through the role stress that produces adverse consequences for the individual that the management gave 
(Kahn and Quinn, 1970).  
 With the amount of workloads and other contributing factors, most of the foreign managers admitted in the 
GLCs are experiencing the work stress. Reluctance to come to work and a feeling of constant pressure 
accompanied by the general physiological, psychological, and behavioral stress symptoms can be defined as 
workload stress (Division of Human Resource, 2000). According toWilkes et al. (1998) work overloads  and 
time constraints were positive relationship to work stress among community of nurses.  
 Besides that, they are tried to adapt to the different working cultures and in different groups and categories 
of people at the same time. Moreover, culture stress studies underline the influence that a society and its 
accepted norms can have on the types of stressors individuals may experience as well as the types of resources 
available to deal with them (Bahrami, 2010). Role related are concerned with how individuals perceive the 
expectations other have of them and includes role ambiguity and role conflict (Alexandros-Stamatios et. Al., 
2003). 
 The research is carried out to determine the factors influencing work stress among expartriate managers in 
Malaysia’s GLCs and intend to answer the following research questions below: 
• What is the significant correlation relationship between workload and work stress among foreign managers 
in Malaysia’s GLCs?  
• What is the significant correlation relationship between role conflict and work stress among foreign 
managers in Malaysia’s GLCs? 
• What is the significant correlation relationship between interpersonal relationship at workplace and work 
stress among foreign managers in Malaysia’s GLCs? 
• Which factors among workload, role conflict and interpersonal relationship at workplace are most 
significant towards work stress among foreign managers in Malaysia’s GLCs?  
In addition, thestudy also try to achieve several research objectives are as follow: 
• To determine the relationship between workload and work stress among foreign managers in Malaysia’s 
GLCs.  
• To identify the relationship between role conflict and work stress among foreign managers in Malaysia’s 
GLCs. 
• To examine the relationship between interpersonal relationship at workplace and work stress among foreign 
managers in Malaysia’s GLCs.  
• To determine which factor among workload, role conflict, and interpersonal relationship at workplace are 
most significant towards work stress among foreign managers in Malaysia’s GLCs. 
 
Workload: 
 According to Leka, Griffiths and Cox (2003) show workload is that which values excessive demands and 
pressure that are not matched to workers’ knowledge and abilities, where there is little opportunity to exercise 
any choice of control, and where there is little support from others. Carr et al. (2011) stated that the terms and 
conditions of a job can be a main sources of stress. Job demands can be thought as consisting of intrinsic task 
requirements, the levels of uncertainty, time pressure, and the rate, amount and difficulty of work. According to 
Thomson (2009), most of the American workers compared to United Kingdom, Italy and Belgium having a 
work stress. The U.S. workers reported an overly heavy workload of 52%; disorganization 43%; bosses who 
expected them to work when ill consist of 37% and to meet unrealistic expectations 32%; and too little time to 
complete tasks  are having 31%. Work stress among community nurses have positive relationship with work 
overloads and time constraints (Wilkes et al., 1998).  
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 Furthermore, Al-Aameri (2003) has claimed in his studies that pressure originating from workload become 
one of the six factors of occupational stress. Cooper et al., (1988) and Hedge et al., (1992) also mentioned that 
working conditions, shift work, risk and danger, and new technology becomes the factors intrinsic to the job. 
Physical surroundings and environment such as lighting, tidiness, noise, decoration, personal space, furniture 
and air quality can affect overall mental state, feelings and moods. The more the demands and pressure of work 
are matched to the knowledge and abilities of workers, the less likely they are to experience work stress. 
According to Lardner and Manshor (2003) in their study stated that, in many cases, extra effort is required for a 
short period and then workload becomes manageable. However, if these problems are repeated frequently or 
experienced constantly over long periods of time, it becomes more and more likely that workload is excessive 
and may be harming staff in some way. Thus, workload can be hypothesized as:- 
Hypothesis 1 : There is a significant relationship between workload and work stress.  
 
Role Conflict: 
 Role conflict arises when the employees has to choose between expectations or competing demands. 
Cardiovascular ill-health risks such as elevated blood pressure and abnormal blood chemistry lead from a 
conflict situations that act as stress factors (Manshor, 2003). According to role theory, role conflict results from 
two or more sets of incompatible demands involving work related issues (Kahn et al., 1964; Katz and Kahn, 
1978). According to Peterson (1995) in his study stated that role conflict is incompatibility between the 
expectations of parties or between aspects of single role. In accordance with this study defined role conflict as 
the dimensions of congruency-in congruency or compatibility-incompatibility in the requirements of the role, 
where congruency or compatibility is judged relative to a set of standards or conditions which impinge upon role 
performance (Tang and Chang, 2010).  
 As stated by Nusair and Deibageh (1999) role ambiguity and role conflict were also correlated with work 
stress among 50 emergency doctors working in nine hospitals of the northern areas of Jordan. Role conflict 
occurs when an employee receives two different, conflicting sets of direction from two different authority 
figures in a work setting (Hamwi et al., 2011). Behrman and Perreault (2006) found that the stress level of the 
employee is increased when role conflict occurs because the employee cannot follow one set of directions 
without ignoring, or directly violating the other set of orders. According to Elloy and Smith (2003)role conflict 
refers to the existence of conflicting demands within a single role or between multiple roles. Role conflict can 
exist in the domestic and the work domain. This could help to explain why much of the research on dual career 
role conflict has focused on work family conflict as the primary source of role conflict. Therefore, role conflict 
can be hypothesized as:- 
Hypothesis 2: There is a significant relationship between role conflict and work stress. 
 
Interpersonal Relationship at Workplace: 
 Interpersonal relationships at work constitute a day to day interaction between colleagues or managers and 
employees. These relations are a natural part of work environment and are usually pleasant and creative but 
sometimes the sources of tension and frustration. According to Manshor et al. (2003) mentioned that the way 
one feels at the end of the day can dramatically affect when dealings with bosses, peers and subordinates. 
Workplace Health and Safety Queensland (2011) stated that work colleagues can be important sources of 
support, but they can also be sources of stress. Relationships with bosses, peers and subordinates can affect the 
way a worker feels in positive ways or negative ways. Wherever groups of people work together, it’s likely that 
some conflict will arise from time to time. Poor relationships with others lead to less trust and support between 
peers, subordinates and superiors (Al-Omar, 2004).  
 Furthermore, work related stress is a current and future issue for health and safety. Having to live with other 
person is one of the most stressful factors in life. This is also true of working relationship, in which workers are 
required to have significant interaction with other people, whether colleagues, bosses or subordinates. These 
relationships can be a major source of stress (Makin, Cooper & Cox, 1996). Besides that, Arnold, Cooper and 
Robertson (1998) found that poor relationship is resulted from lack of trust, little support, and low interest in 
listening and attempting to tackle workplace problems. Manshor et al. (2003) also agreed that Malaysia is a 
collective society that harmony is desired and any kind of confrontation is seen as a threat to society. Often, 
employees are working in different and changing configurations of very diverse people, frequently from 
different cultures. Different types of organizational culture nurture values, attitudes and styles of work and 
create psychologically different work environments, and forms of psychological contract between employer and 
employee (Cartwright and Cooper, 1992).  
 Interpersonal relationships at work constitute day to day interaction workers or managers and employees. 
These relationships are a natural part of the work environment and are usually pleasant and creative, but 
sometimes the source of tension and frustration (CWK, Donck D, and Waldhober, 2009). According to Leka et 
al. (2003) argued that excessive and otherwise unmanageable demands and pressure can be caused by poor 
management and unsatisfactory working conditions. Similarly, these things can result in workers not receiving 



Aust. J. Basic & Appl. Sci., 7(8): 979-990, 2013 

982 
 

sufficient support from others or not having enough control over their work and its pressures. The more support 
workers receive from others at work or in relation in work, the less likely they are to experience work stress. 
The way employees are supported is the key to reducing or moderating work related stress. Support provided by 
supervisors and colleagues can moderate the stress responses people might otherwise experience when their jobs 
are demanding and they feel they do not have control over those demands. Thus, interpersonal relationship at 
workplace can be hypothesized as: 
Hypothesis 3: There is a significant relationship between interpersonal relationship at workplace and work 
stress. 
 
Work Stress: 
 There are an increasing number of people in developing countries that concern about job stress. Job stress 
has been related to organization’s problems such as absenteeism, turnover, poor job performance, accidents and 
errors, and alcohol and drug abuse (Williams et al., 2001). Gianakos (2000) in his study stated that work stress is 
increasingly recognized as one of the most serious occupational health hazards reducing workers’ satisfaction 
and productivity and increasing absenteeism and turnover.  
 Furthermore, Arrington (2008) in National Institute for Occupational Safety and Health stated that work 
related stress can be defined as an individuals’ emotional and physical response to the demands of a job that is 
incongruent with his or her abilities, resources, or needs of the worker. Workplace Health and Safety 
Queensland (2011) also claimed that work demands are one of the most common sources of work related stress. 
While workers need challenging tasks to maintain their interest and motivation, and to develop new skills, it is 
important that demands do not exceed their ability to cope. 
 Workers can usually cope with demanding work if it is not excessive, if they are supported by supervisors 
and colleagues, and if they are given the right amount of autonomy. According to Park (2007) in National 
Institute of Occupational Safety and Health, work stress can be defined as the harmful physical and emotional 
response that occurs when job requirements do not match the worker’s capabilities, resources, and needs. 
 The level of differentiation and communication in the hierarchy of organizational structure may also induce 
stress (Subbulaxmi, 2002). She added, managerial style is represented by the organizational leader, creates 
positive or negative stress among the employees. The management style or the culture of the organization may 
establish unrealistic pressure on the employee or impose excessively tight controls. In an organizations life 
stage, the establishment and decline stages are particularly stressful. 
 
Theoritical Framework: 
 Based on past studied, the theoritical framework can been developed as below Figure 1, this study suggest a 
primary research model by combining the dependent variables,that is work stress and the independent variable 
will be workload, role conflict and interpersonal relationship at workplace. The said framework is adapted from 
“Work Organization and Stress”by Stavroula Leka, Amanda Griffiths and Tom Cox (2003). The relationship of 
the mention variables are shown in Figure 1below:   

FACTORS INFLUENCING WORK STRESS AMONG 
FOREIGN MANAGERS IN MALAYSIA’s GLCs

Workload

Role Conflict

Interpersonal 
Relationship at 

Workplace

WORK 
STRESS

H1 (+)

H2 (+)

H3 (+)

 
 
Fig. 1: Adapted from “Work Organization and Stres”s by Stavroula Leka, Amanda Griffiths and Tom Cox 

(2003). 
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The Lazarus Theory: Cognitive Appraisal: 
 According to Richard Lazarus, stress is a two way process which involves the production of stressors by the 
environment and the response of an individual subjected to these stressors. This theory conception regarding 
stress led to the theory of cognitive appraisal.Lazarus stated that cognitive appraisal occurs when a person 
considers two major factors that majorly contribute in his response to stress. These two factors including the 
threatening tendency of the stress to the individual, and the assessment of resources required to minimize, 
tolerate or eradicate the stressor and the stress it produces. In general, cognitive appraisal is divided into two 
types or stages which are primary and secondary appraisal. Two ideas are central to any psychological stress 
philosophy which are appraised, for example individuals’ evaluation of the significance of what is happening to 
their well-being, and coping, whereby the individuals' efforts in supposed and action to achieve specific 
demands (cf. Lazarus, 1993).According to Lazarus (1991) stress refer to relational concept, for example stress is 
not described as a specific kind of external stimulation nor a specific pattern of physiological, behavioral, or 
core reactions but stress is perceived as an association or transaction among individuals and their environment. 
Psychological stress refers to a relationship with the ambience that the person apprises as significant for his or 
her well being and in which the demands tax or exceed available coping resources (Lazarus and Folkman, 1986, 
p. 63). This significance points to two processes as central mediators within the person environment activity 
which is cognitive appraisal and coping. 
 
Methodology: 
 A quantitative approach is used to conduct this study where the primary data are collected through survey 
questionnaires. Quantitative data are measure in which numbers are used directly to represent the characteristics 
of something. In this study, the direct causal relationship has been used to identify the nature of relationships 
between independent variable which are workload, role conflict, and interpersonal relationship at workplace and 
dependent variable which is work stress.  
 This study conducted among the 90 expatriate managers in Malaysia’s government-linked companies which 
is listed in Bursa Malaysia which are Petronas, Telekom Malaysia, MISC, Sime Darby, Tenaga Nasional 
Berhad, Maybank and Celcom Axiata which based in headquarters. These organizations has been chosen due to 
the organizations are MNCs and they are having a huge numbers of foreign managers, (Immigration Department 
of Malaysia, 2011).   
 
Data Collection: 
 Most of the survey questions being sent through email, personal administration and internal mail. A total of 
90 survey questions were distributed to the respondents. All 90 sets of questionnaires had been received. Table 1 
below show the numbers of questionnaire that has been distributed to the selected Malaysia’s GLCs that has 
been discussed in previous paragraph.  
 
Table 1: Distribution of the Questionnaires. 
Respondents No of Questionaires  No. Of Questionnaires  
   Distributed  Received 
Petronas        25                       25 
Telekom         15    15 
MISC          5      5 
Sime Darby              15    15 
TNB          20    20 
Maybank             5     5 
Celcom Axiata          5     5 
Total         90    90 
 
Research Instrument and Measurement: 
 The study used a survey questionnaires to gather all the relevant data. The questionnaires was adopted from 
“Stress Management – The Essential Guide to Thinking and Working Smarter” (Gerard Hargreaves, 2007). The 
first part of the questionnaires consists of seven questions on the profile information of the respondents such as 
gender, age, nationality (measured based on region), designation (measured based on management ranking), 
length of service, and income. Also, respodents will be asked among all independent variable, which factors that 
most influence respondents in their work stress. The second part of the detailed measurement of the 
questionnaires by using Likert Scale from 1 is strongly disagreed until 5 is strongly agreed outlined as per Table 
2below: 
 
Data Anaysis: 
 The interpretation of data using SPSS version 12 begins with reliability test for the scales embedded 
Cronbach’s alpha. The Cronbach’s alpha testing was applied as it is the highest well accepted reliability test 
tools applied by social researcher. (Sekaran, 2005). In Cronbach’ s alpha reliability analysis, the closer 
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Cronbach’s alpha to 0.7 and above, the higher the internal consistency reliability (Cronbach’s Alpha; Cronbach, 
1946). While, Pearson correlations are statistical approaches for analyzing associative relationship among a 
dependant variable and one or more independent variables. The scale implied by Cohen and Manion (1994) 
conducted to describe the relationship among the independent variable and the dependent variable are 0.70 and 
above is very strong relationship, 0.30 to 0.49 is moderate relationship, 0.10 to 0.29 is low relationship and 0.01 
to 0.09 is very low relationship. 
 
Table 2: Origin of Construct and Measurement Scale Item. 
Variables   Item   Scale       
Workload   5      Five point likert     
Role Conflict  5      Five point likert 
Interpersonal Relationsip 5     Five point likert 
at workplace 
Work Stress  10      Five point likert 
 
 Multiple regression analysis was applied to analyze which between the three independent variables are the 
most influential variables in describing factors that lead to the work stress between foreign managers in 
Malaysia’s GLCs. According to Sekaran (2005), the correlation coefficient, R, will demonstrate the strength of 
the relationship among two variables and it will also show how much the variance in the dependent variable will 
justifies when numerous independent variables are theorized so simultaneously effect it. 
 
Findings and Discussion: 
Demographic: 
 In this part, descriptive statistics will be used to measured the demographic data. Hence, frequency analysis 
is used to analyze the demographic data of the respondents such as gender, age, nationality (valued based on 
region), designation, length of service, income, and factors that most influence foreign managers in their work 
stress. 
 
Gender: 
 Table 3 show the gender of the respondents. From the total numbers of 90 respondents, majority of them 
with a total of 76 or 84.4% of the respondents are male and only 14 or 15.6% of the respondents are female. 
This is because most of the manager level in the selected Malaysia’s GLCs are conquered by men rather than 
female.  
 
Table 3: Gender of Respondents. 
Gender  Frequency   Percentage (%) 
Male         76                   84.4 
Female         14   15.6 
Total         90   100.0 
 
Age: 
 The table 4 below show the age of respondents. It shows that most of the respondents age (48) are ranging 
from  36 to 45 years old, and it constitutes up to  53.3% of the total respondents. 34.4% of the respondents or 31 
of them are above 45 years old, while 12.2% (11 respondents) are from 26 to 35 years old.  
 
Table 4: Age of Respondents. 
Age   Frequency   Percentage (%) 
26 - 35 years old       11         12.2 
36 - 45 years old       48   53.3 
> 45 years old      31      34.4  
Total         90   100.0 
 
Nationality: 
 The result in the Table 5 illustrates that 40% of the respondents are from Asia region (36 respondents), 
while 31.1% of the respondents are from America region (28 respondents). Respondents who came from Europe 
region consists of 26 or 28.9%. Asia become the most nationality who has been work in Malaysia’s GLCs 
because the cultures differences between Asia countries are not so obvious which it is much more easier for the 
manager to adapt to the Malaysian culture. 
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Table 5: Nationality of Respondents. 
Nationality Frequency Percent 

Asia 36 40.0 
America 28 31.1 
Europe 26 28.9 
Total 90 100.0 

 
Designation: 
 The table 6 below shows that 81.1% (73 respondents) are working as a managers and 18.9% (17 
respondents) are under top management level. It is because Malaysia’s GLCs are under the government 
substantial ownership (Ministry of Finance, 2000) which are the top management level would be a Malaysian 
citizen and the foreign expertise are only entitle for management level. 
 
Table 6: Designation of Respondents. 

Designation Frequency Percent 
Top management 17 18.9 

Manager 73 81.1 
Total 90 100.0 

 
Length of Service: 
 The table 7 below show the length of service of the respondents with their companies. It shows that the 
longest service of the respondents (35) are range from  3 to 5 years old, while 36.7% of the respondents or 33 of 
them are servicing for 1 to 3 years. Respondents who are servicing for more than 5 years are 22.2% (20 
respondents) and only 2 respondents or 2.2% are servicing for less than 1 years in their companies. 
 
Table 7: Length of Service of Respondents. 

Year Frequency Percent 
< 1 year 2 2.2 

1 - 3 years 33 36.7 
3 - 5 years 35 38.9 
> 5 years 20 22.2 

Total 90 100.0 
 
Income: 
 The table 8below show the income of respondents. It shows that most of the respondents income (55) are 
above RM12,000 and it constitutes up to  61.1% of the total respondents. 36.7% of the respondents or 33 of 
them are having income range from RM10,001 to RM12,000 and 2.2% (2 respondents) are having income range 
from RM8,001 to RM10,000. 
 
Table 8: Income of Respondents. 

Income Frequency Percent 
RM8000-RM10000 2 2.2 
RM10001-RM12000 33 36.7 
RM12001 & above 55 61.1 

Total 90 100.0 
 
Factors Most Influencing Work Stress: 
 Table 9 below show the factors that the most influencing work stress among the respondents. The result 
shows that 86.7% (78 respondents) have agree that workload is the most factors that influencing them in work 
stress, while 8.9% (8 respondents) are agree that interpersonal relationship at workplace become the second 
factors that influencing their work stress. Only 4.4% or 4 respondents are agree that role conflict is one of the 
factors that influence in their work stress. According to Division of Human Resource (2000) workload stress can 
be defined as reluctance to come to work and a feeling of constant pressure, for instance, no effort is enough that 
accompanied by the general physiological, psychological, and behavioral stress symptoms. 
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Table 9: Factors Most Influencing Work Stress among Respondents. 
Factors Frequency Percent 

Workload 78 86.7 
Role conflict 4 4.4 

Interpersonal relationship at workplace 8 8.9 
Total 90 100.0 

 
Reliability Test: 
 In this research, Cronbach’s alpha tests being applied to test the reliability of the instruments used. Table 10 
below shows the reliability test value for overall question of work stress. From the test, the Cronbach’s alpha 
value for work stress is 0.636, workload is 0.908, for role conflict is 0.788 and interpersonal relationship at 
workplace is 0.679. 
 
Table 10: Cronbach’s  Alpha Values for Overall Questions. 

Item Cronbach's Alpha Cronbach's Alpha Based on Standardized 
Items 

Work stress 0.636 0.645 
Workload 0.908 0.908 

Role conflict 0.788 0.788 
interpersonal relationship at workplace 0.679 0.688 

 
Pearson Correlation Coefficient: 
 A correlation test is conducted to determine the relationship between work stress as the dependent variable 
and independent variables which are workload, role conflict and interpersonal relationship at workplace. Based 
on Research Methods for Business, 2007 correlation result can be ranged between 0.91 – 1.00 is very strong, 
0.71 – 0.90 is high, 0.41 – 0.70 is moderate, 0.21 – 0.40 is small but definite relationship and 0.00 – 0.20 is 
slight, almost negligible. 
 The findings revealved that all variables, workload (significant = 0.569), role conflict (significant = 0.522) 
and interpersonal relationship at workplace (significant = 0.465) which all the factors are significant contributor 
towards the prediction of the dependent variable (work stress). The resulted shows that all of the factors which 
are workload, role conflict and interpersonal relationship at workplace are having positive and moderate 
relationship with the work stress among expatriate managers in Malaysia’s GLCs as illustrated in table 11 
below. 
 
Table 11: Pearson Correlation Coefficient. 

  work stress work load role conflict interpersonal relationship 
work stress  1.000 0.569** 0.522** 0.465** 
Workload  0.569** 1.000 0.809** 0.552** 

role conflict  0.522** 0.809** 1.000 0.480** 
interpersonal relationship  0465** 0.552** 0.480** 1.000 

**Correlation is significant at the 0.01 level (2-tailed) 
 
Hypothesis 1: There is a positive relationship between work stress and workload.  
 Workload play a significant role towards work stress among foreign managers, the results in table 12 below 
shows that there is positive relationship between these two variables (r = 0.569, n = 90, p < 0.01). The 
relationship is significant with strong correlation, thus, hypothesis 1 is accepted. 
 
Table 12: Correlation between Work Stress and Workload. 

  workstress workload 
workstress Pearson Correlation 1.000 0.569** 

Sig. (2-tailed)  .000 
 
Hypothesis 2: There is a positive relationship between work stress and roleconflict. 
 
 Table 13 below shows that role conflict factor found to be positively correlated (r = 0.522, n = 90, p < .01) 
with work stress. Thus, this relationship is  significant and the hypothesis 2 is accepted. 
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Table 13: Correlation between Work Stress and Role Conflict. 
  workstress role conflict 
workstress Pearson Correlation 1.000 0.522** 

Sig. (2-tailed)  0.000 
 
Hypothesis 3: There is a positive relationship between work stress andinterpersonal relationship at 
workplace. 
 Interpersonal relationship at workplace was found positively correlated with work stress (r = 0.465, n = 90, 
p < .01) as shows in table 14 below and this is proven that if foreign managers having a good interpersonal 
relationship at their workplace, they might reduce their work stress in their work and life. Thus, hypothesis 3 is 
accepted. 
 
Table 14: Correlation between Work Stress and Interpersonal Relationship at Workplace. 

  workstress relationship 
workstress Pearson Correlation 1.000 0.465** 

Sig. (2-tailed)  0.000 
 
Regression Analysis: 
 Table 15 shows the regression result between work stress and workload, role conflict and interpersonal 
relationship at workplace. From the table, the adjusted R Square is 0.365, which shows that the model accounts 
for 36.5% of variance in the work stress. 
 
Table 15: Multiple Regression Analysis. 

Model R R Square Adjusted R Square Std. Error of the Estimate 
1 0.604 0.365 0.343 0.40078 

a. Predictors: (Constant), Workload, Role Conflict, Interpersonal Relationship at Workplace 
 
 Table 16 shows the result for ANOVA. The tables as below shows that the F value of 16.492 is significant 
at the 0.000 level. This results bring the meaning that the 36.5% of the variance in work stress has been 
significantly explained by the independent variables. 
 
Table 16: ANOVA. 

Model Sum of Squares df Mean Square F Sig. 
1 Regression 7.947 3 2.649 16.492 0.000a 

Residual 13.814 86 0.161   
Total 21.761 89    

a. Predictors: (Constant), Workload, Role Conflict, Relationship Workplace 
b. Dependent Variable: Work Stress 
 
 Table 17 below shows the results of the regression coefficient. The regression coefficient will tell us how 
much of the variance in the dependent variable is explained by the independent variables (Hair et al., 2007). The 
Standardized Beta Coefficient gives measure of the contribution of each variable to the model. A large value 
indicates that a unit change in this predictor variable has large effect on the criterion variable. Table 17 reveals 
that workload and interpersonal relationship at workplace have a significant relationship with work stress (p 
<0.05). Role conflict however do not have a significant relationship based on the result of the analysis. The 
variable is not significant because p > 0.005. (Role conflict = 0.157).  
 
Table 17: Regression Coefficient. 

 
Model 

Unstandardized 
Coefficients 

Unstandardized Coefficients T Sig. 

 B             Std. 
Error 

Beta   

1  Constant 2.424       0.225  10.765 .000 
Workload 0.182       0.086 0.327 2.119 0.037 

Roleconflict 0.085       0.080 0.157 1.070 0.288 
Relationship 0.133       0.065 0.210 2.031 0.045 

 
 Apart from that, T-statistic help to determine the relative importance of each variable in the model. Table 
17 shows that all variables provide a positive number. Workload scores the highest value which is 2.119, 
followed by interpersonal relationship at workplace with the score of 2.031. However, role conflict scores the 
lowest for T-value which is 1.070.  
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 In addition, the table also illustrates the beta for each variable. Workload has a beta of 0.327 as well as 
interpersonal relationship at workplace which has a beta of 0.210. the role conflict has compute a beta of 0.157. 
Therefore, the overall multiple regression also can be reported as below:  
Adjusted R square = 0.365; F3, 86 = 16.492, P < 0.005 
Significant variables are illustrated in table 18 as below. 
 
Table 18: Significant Variable. 

Predictor variable Beta T p 
Workload 0.327 2.119 p < 0.005 

Interpersonal Relationship at Workplace 0.210 2.031 p < 0.005 
Role Conflict 0.157 1.070 P < 0.005 

*Role conflict is not a significant predictor in this model. 
 
Finally the summary of findings can be illustrated in table 19 as below. 
 
Table 19: Summary of Findings 

 Hypothesis Result 
H1 There is a positive relationship between work stress and workload Significant 
H2 There is a positive relationship between work stress and interpersonal relationship at 

workplace 
Significant 

H3 There is a positive relationship between work stress and role conflict Not Significant 
 
Conlusion: 
 It is concluded that, the main objectives of the study is to indentify the the realtionship between workload, 
interpersonal relationship at workplace and role conflict towards work stress among expatriare managers in 
Malaysia GLCs. The study involved 90 respondents among expatraite managers from various GLCs in 
Malaysia.    
 Based on findings, it is revealved that there is a positive relationship between workload and work stress 
among foreign managers in Malaysia’s GLCs wherep value is significant (beta = 0.327,  p  = 2.119) and 
therefore the hypothesis (H1) is accepted. The second hypothesis of this study is to identify the relationship 
between role conflict and work stress, the role conflict (beta = 0.157, and p = 1.070) reveal as not significant 
predictor towards work stress. Then, the final hypothesis of the study is to examine the relationship between 
interpersonal relationship at workplace and work stress. The results of this study shows that the association 
between interpersonal relationship at workplace and work stress is significant with (beta = 0.210, p = 2.031) and 
therefore, this hypothesis is accepted. 
 This valuable information is useful for the foreign managers, local workers and the organization itself in 
order for them to improve to the better performance in work as well as life. Therefore, all of them especially 
foreign managers must be very concern on these factors and try to develop the best strategy in order to reduce 
the work stress and experience the healthy life. Besides, the study also may recommends the strategies to the 
companies in order to overcome the work issues in their organizations. Understanding the factors that influence 
the work stress now will eventually help the companies for their future management plan in overcoming the 
work stress issues. However, firm should realized that factors influencing work stress might be change in the 
future due to changes in environments, human resources and etc. 
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