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This study investigate to test and analyse the influence of organizational stressors
include role ambiguity, role conflict, and workload on job performance among
academic staff. The data were collected by structured questionnaires through
cluster sampling techniques and 209 academic staff from research universities
inside Malaysia completed the questionnaires. Partial least squares structural
equation modeling (PLS-SEM), has been employed to perform the analysis. The
outcomes of Smart PLS have been assessed through measurement model and
structural model. The result identify that role ambiguity is the major predictors of
organizational stressors that influenced adversely on academics performance. Also,
role conflict is the second predictors that negatively effects on the job performance
of academics staff but not workload. This research makes significant theoretical
and practical implications to enrich the existing literature on organizational
stressors and contribute to academic staff job performance, and help existing
policy makers and administrators of universities to reduce adverse impacts of
organizational stress factors and manage to enhance academics performance.
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INTRODUCTION

Stress has been a growing problem in organizations and there is a major issue in the
universities nowadays. Also, organizational stress caused unfavourable effects on
academic’s job performance. Meanwhile, in higher education sectors some researchers
mentioned that university staff play a vital role in the creation and development of
knowledge and innovation in addition to education and training (Gillespie et al., 2001).
Though, academic staff recently received job stress due to passing through an age of
transition of constant global changes, especially major changing in curriculum design
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and dynamic multi task duties, resulting in creation of high performance expectation to
be met in universities (Kaur et al., 2018). Besides, according to Jacob et al. (2015) being
successful academic staff who work in universities depending on having a clear
understanding of how to combine the elements of teaching, research and original
creative work, and service in a way that makes the best use of the time. Consequently,
academic staff are subjected to intense role ambiguity and role conflict which hamper
their working performance and consumed as stressors of the organizational stress.
Further, the number of university students are increasing, thus adding workload to
academic staff related to teaching and student supervision (Kinman, 2008). In a bid to
achieve universities goals, the academic staff need to work harder to bring adequate
output such as production of papers for publication in high impact journals, application
of research grants, student supervision and teaching activities, in addition, conducting of
qualitative and quantitative researches (Murphy, 2014). In developed countries such as
the UK, New Zealand, US and Australia, the global changing in curriculum design and
technology has led to a notable demands in public universities. While, academics
organizational stress studies conducted in China and Japan illustrated that academic staff
subjected to organizational stressors in public universities regarding to job performance
in these universities in relation to effectiveness of course delivery, quality of course
content, effectiveness in developing and managing instruction, effectiveness in
mentoring students, effectiveness of academic advising, and using research and original
creative work and service to enhance teaching (Jonker, 2016; Lin Li, 2012).

Likewise, Ahsan et al. (2009) stated that the number of universities in Malaysia has
increased tremendously for the past few years. Due to the increasing number of
universities in Malaysia, academic staff may face more problems in their job because the
management is facing competitive pressure from other universities. Many universities
are now setting new goals to compete with other universities, and therefore the academic
staff are involving with the ultimate goal. This may cause university academic staff to
face plenty of stress regarding to their job expectations. The difference between types of
universities could be a factor that makes the difference in levels of workload, role
ambiguity and role conflict that directly resulting in job performance complexity among
university academic staff. Based on the above phenomenon, it should be highlighted that
there is a major problem in research to recognize and eliminate organizational stressors
that negatively influence on academic staff performance who work in research
universities in Malaysia. More important, all of the above pressures could lead to job
stress and impede their productivity as well as health and commitment. Similarly, Ram
(2013) noted that the aim of introducing the status of research universities inside
Malaysia is to develop research, innovation and teaching level to excellence class in
higher education. Hence, the aim of this study is to bring more understanding to the
concept of role ambiguity, role conflict and workload that are the challenging predictors
as if associated negatively on academic staff performance in research universities. Thus,
as highlighted above, towards the significance of job performance and organizational
stress among academics, this research hopes to serve as guidance and a stepping stone
for further studies in various aspects of improving the quality and productivity among
the academic staff of research universities. This aspect can be achieved by
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understanding the difference between organizational stressors that spread in research
universities. According to Baron and Greenberg (2003), role ambiguity remains more
popular and it is considered more common than role conflict among employees in
organization and most people cannot distinguish role conflict from role ambiguity. In
addition, they remarked that due to the lace of distinct between role ambiguity and role
conflict stressors they face difficulties on how to deal with it. Thus, the uniqueness of
the study would undoubtedly add more knowledge to the field. It would also raise the
awareness of workload problems that academic staff face in research universities.

CONTEXT AND LITERATURE REVIEW
Malaysian Universities Performance

Malaysia has a dualistic higher education system which consists of public and private
institutions (Fernandez, 2010). To encourage the public universities to compete among
each other in improving their institutions’ performance, initiative has been taken to
classify the public universities into three groups which are research universities,
comprehensive universities and focus universities. Meanwhile, research universities
(RU) are on the leading edge of innovation, scholarship and solution that contribute to
the developed countries’ economy, security and well-being. The concept of Research
University dates back to the 19" century and since then they have been adopted by
developed countries as a hub for teaching, research and innovation excellence (Atkinson
& Blanpied, 2008). Furthermore, Malaysia as a successful developing country has taken
big steps to boost the achievement of the local public universities by introducing the
status of research universities, and therefore five public universities have successfully
been titled as research universities (Ministry of Higher Education Malaysia, 2010).
Moreover, academic staff in Malaysian research universities may face more issues in
their profession as the administrations are facing competitive pressure from different
schools (Ahsan et al., 2009). In addition, successful educational programs rely on the
significant commitments of effort on research and involvement of teaching programs,
above all on the general instructor (academic staff) professionalization. Teaching staff
academic, research productivities, work performance, responsibilities, and maintenance
are critical to viable schools (educational establishments) (Noordin & Jusoff, 2009). In
fact, the increasing development of academic staff in research universities and building
up the number of schools has been detectable in an educational organization (Mehrad et
al., 2015). This development is seen as a catalyst to trigger healthy competitive nature
within the public universities and it is hoped that this development will increase quality
and quantity of countries invention and innovation. Because research universities have
been considered as a tool to achieve countries’ prosperities through knowledge based on
economy, the fact that most of the countries expertise are gathered within the university
atmosphere is also another factor contributed to the establishment of research
universities by many developed and developing countries. Therefore, the pressures of
performing research is on the shoulder of the academics who have been burdened with
massive teaching workload, multi task dimensions, lack of roles clarities and also, at the
same time they have to provide their time for research activities. (Ramli et al., 2013).
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Organizational Stressors

According to World Health Organization, “Health is a state of complete physical, mental
and social well-being and not merely the absence of disease or infirmity” (WHO, 2010).
Therefore, this study followed UK Health & Safety Executive, (2007) that categorized
organizational stress predictors contained five factors of stress including role stressors,
work stressors, personal development stressors, interpersonal relationship stressors, and
organizational climate stressors. Although, from those five factors this research
examined the adverse impact of two predictors’ of role stressors (i.e. role ambiguity and
role conflict) and selected one of the predictor of work stressors (i.e. workload). The
employees in organization is often found to struggle with job characteristics that cause a
structural lack of fit between demands and their individual’s capability to cope with such
demands. From the above stressors, a number of features within the workplace have the
potential of producing negative organisational outcomes which often impair mental
health and physical well-being. First, those factors that are unique to the content of the
work stressors and role stressors affect staff at the workplace. Other factors that impact
on the performance of the staff at the workplace are personal development, interpersonal
relationship, and finally organizational climate. (Michie, 2002).

Role Stressors

Role stressors or role stresses are anything about an organizational role that creates
negative consequences for employees (Abbas et al., 2012). Based on previous studies,
role ambiguity occurs when there is a lack of clarities in the role of a person in the
organization or when the person does not know what to do or how to perform his or her
role. Role conflict can also occur when employees are confronted with expectations for
different roles, such as when two roles should be performed simultaneously or when
performing one role prevents performing the other one. Because role clarity may serve
as reinforcement to the self-efficacy belief that leads to higher performance and less
stress, academics who do not have clarity about the role in workplace may experience
considerable uncertainty about their role performance (Locke & Teichler, 2007).
Subsequently, higher ambiguity may also arise due to lack of clarity regarding how to
juggle different academic activities of teaching, research and professional services that
are necessary for the successful accomplishment of academic role. In addition, Idris
(2009) found the negative impact of role conflict and role ambiguity among academics
regarding their performance in public universities in Malaysia.

Work Stressors

Factors such as workload, excessive work pace (time pressures), lack of job
meaningfulness, low work autonomy, external disturbances (such as noise and
overcrowding) and toxic work systems are examples that can pose health damage and
disrupt well-being of employees engaged in such poor working conditions. There are
many work factors that cause work stressors. However, the most popular one is
workload and in a broader sense, faculty workload includes performing activities like
teaching, research and administrative services. According to Tight (2010) that has also
mentioned by reviewing of existing literature, it is shown that in the last few decades,
the issue of academic staff workload has received a lot of research attention and it is
now considered as a serious concern for higher education institutions around the world.
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Job Performance and Organizational Stressors among Academic Staff

While, universities are the only institutions focus on dual core functions of knowledge
creation and knowledge transmission through the processes of research, teaching and
community engagement, on the other hand, research university academics do complex
works in an increasingly demanding environment in both teaching and research arena.
The work life of university academic staff members is predominantly framed and shaped
by commitments to and performance in these functions (Atkinson & Blanpied, 2008).

As publication records are a large part of academic staff’s job performance, it would
seem reasonable that high levels of organizational stressors may reduce publication
efforts. In accordance to Moeller (2009) increased organizational stressors not only have
considerable consequences for faculty staff research and teaching performance, but may
also affect their students and the university as a whole. It is also important as the
excellent performance of universities will be measured by the quantity and quality of
research produced other than the quality teaching and learning. The requirement in
consistency writing journal and produce research publication somehow contributes to
the workload of academic staff, especially those universities which hold the status of
Accelerated Programme for Excellence (APEX) and Malaysian RUs because the main
criteria for an establishment of a research university are publications with impact factor
journals followed by external research funding. Consequently, the triad core of the
academic work which involved teaching, learning, and research has caused complexity
as it demands a deeper understanding of the nature of student learning, pressures to the
relocation of the teaching and research environment around learning outcomes, and due
to demand of certain course that require a professional approach in university teaching
(Ahmad, 2012). To sum up, the stress is more heightened in research universities as they
need to maintain the status and produce article that must be published in high impact
journals then publication process has an extra pressures on academics performance.

METHOD
Research Design

This study is a cross-sectional type of investigation in which the data collected at
snapshot of one time because a cross sectional study is particularly suitable for
estimating the prevalence of a behaviour in a population (Maree, 2010). In this research,
a survey design contains a quantitative research approach employed using structured
questionnaire as the main source of the research instrument (Perri & Bellamy, 2012).

Population and Sampling Technique

The population for the current research involves academic staff who work in Malaysian
research universities. Thus, there are 20 public universities spread from north to south of
Malaysia, and a full-scale university is categorized as either a teaching only university or
a teaching and research university. There are five public teaching and research
universities in Malaysia. The institutionalization of these teaching and research
universities is important for the advancement of knowledge. While other universities
focus on producing graduates, these teaching and research universities place a greater
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emphasis on research and development. This study chose to examine teaching and
research universities because of the presence of two job performance components:
teaching and research. Hence, productivity is generally measured in these components,
and their presence is important for the effectiveness of these universities’ research
strengthens the teaching programmes. In addition, the current study did not include
public universities because it was believed that the sources of organizational stress for
public universities may be significantly different due to factors such as accountability to
different mission and vision, sources of funding, profit orientation and performance
dimensions (Triantafillou, 2004). Moreover, this study selected research universities
from the three parts of Malaysia for data collection. Therefore, using cluster sampling
method for this research is to identify data collection location by divided universities
geographical dispersion. Furthermore, as Ochoa (2017) revealed, using cluster sampling
has advantages in researches because it is effective in primary data collection from
geographically dispersed population and the need for division by location. Besides,
among 209 participants, (58.3%) of them were senior lecturers, followed by (18.8%)
associated professors and (11.9%) participants who were lectures, while only (11.4%)
were professors.

Instruments

The first part of the structured questionnaire used to addresses the organizational stress
predictors that consisted of three sub-dimensions. First sub-dimension contained the six
items on role ambiguity scale was developed by Rizzo et al. (1970) which is used to
measure the impression of the participants on role ambiguity. However, the responses of
the participants on the role ambiguity scales reversed the score because the scale is
positively worded through role clarity and recode the scales to the role ambiguities. The
second sub-dimensions of the questionnaire consisted of the eight items about role
conflict scale which is used to measure the participant’s sense of role conflict was
developed by Rizzo et al. (1970). Last, the third part of sub-dimension included the
workload scales to measure academics’ quantitative workload that developed by Spector
and Jex (1998) and consists of five items. The second part of the questionnaire is related
to job performance and divided into the two sub-dimensions including teaching
activities and research productivities was developed by Moeller (2009), to assess
participants’ self-appraised performance in the domains of eight items on teaching
activities and four items of research productivities in universities.

Validity and reliability of the current research questionnaire were assessed through pre-
test and post-test, regarding to sensitivity of the nature organizational stress predictors.
According to Sekaran and Bougie (2010), it lessens the problems that arise from
ambiguous wordings and biases, therefore, pre-test for this research is carried out by the
debriefing method of personal interviews using convenience sampling for their feedback
and implemented academic staff perceptions’ on the 1) clarity of the words, sentences
and meanings, 2) layout and sequencing of the questionnaire, and 3) the appropriateness
of the questions that measures the variables presented. Based on International Institute
for Educational Planning/UNESCO, Siniscalco and Auriat (2015), studies on
quantitative research methods in educational planning indicated that respondents can
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introduce bias where there is a tendency for the respondent to tick systematically either
the first or last category, to select what may be considered as the most socially desirable
response alternative, or to answer all items in a list in the same way. A pilot study was
conducted to check the reliability of the scale measurements that was measured for the
internal consistency of the constructs. As the result of CMB through Harman’s single
factor test suggested by Podsakoff et al. (2003) to assess the presence of common
method bias in single source collection data. The first factor captured only 26.18% of
the total variance which is far below 50 percent, further, the total variance explained by
the 9 factors was 74.96% and is well above the prescribed specification of 50 percent.
Hence it can be suggested that there is no evidence of common method bias in this
research.

Data Analysis

In order to examine whether organizational stress predictors’ (stressors) including (role
ambiguity, role conflict and workload) adversely impact on academics’ job performance
in research universities it was first tested whether the data showed a normal distribution.
This study was employed Smart PLS to measure the hypotheses and implemented
guidelines suggested by Hair et al. (2013) to report the findings. Although PLS is a
nonparametric approach, which does not require the data to be normally distributed, it is
still important to make sure that the data is near to normal distribution (Hassan et al.,
2014). To assess non-normality, skewness and kurtosis values were obtained (Hair et al.,
2013). Therefore, the results indicated that the skewness and kurtosis of the most items
ranged between -1 and +1 which suggested that non-normality of data is not an issue in
this research. According to Hair et al. (2011) variance based PLS software was applied
when application and prediction, the phenomenon under research is relatively new or
changing similar to the current model predictors (organizational stressors) and criterion
(teaching and research performance).

Measurement Model

The first phase of PLS includes the evaluating of goodness of measurement model
through convergent and discriminant validity (construct validity). In the present research
framework there were three exogenous variables; role ambiguity, role conflict and
workload stressors and job performance was endogenous variable. Therefore, before
conducting hypothesis testing, it is crucial to scrutinize the measurement model to
ensure the model is fit. Hence, as Figure 1 shown below while checking loadings, only
one item of role ambiguity (item: role ambiguity 4), two items of workload (items:
workload 2 and 3) and totally twenty eight items remained since their main indicators
value were more than 0.5 which is suggested by Hair et al. (2010) that in order to make
a model fit, 25% of indicators can be deleted. Moreover, the only approximate model fit
criterion implemented for PLS path modelling at the present, is the standardized root
mean square residual (SRMR). According to Henseler et al. (2016) SRMR as a
goodness of fit measure for PLS-SEM. The SRMR is the difference between the
observed correlation and the predicted correlation. While, value less than 0.10 (in
conservative sense) is considered a good fit (Hair et al., 2014), and the PLS
bootstrapping procedure provides the SRMR criterion. Therefore, value of 0 for SRMR
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would indicate a perfect fit. Thus, a cut-off value of 0.08 appears to be satisfactory for
PLS path models as suggested by Hu and Bentler (1999). In this study, the results show
that SRMR value is 0.069 which is less than cut-off value of 0.08. Hence, the result
exhibits that there was a good fit for the model with SRMR value of 0.069 for the
current research models given in Figure 1 below.

mbgtl  mbgibl  mbgy  mbgutd  amboubd
U r . 1 "

— R T
ddseh . B asd

Figure 1
Full model of exogenous variables, endogenous variable

Also, because the current model contained reflective scale measurement, then
convergent validity was assessed by examining the indicator loading, average variance
explained (AVE) and composite reliability (CR). According to Ashill et al. (2005), when
AVE is greater than 0.50, the variance shared with a construct and its measures is
greater than error. The results show that the AVE for each latent variable was above
0.50. However, AVE is ranged from 0.694 (role ambiguity) and 0.817 (role conflict),
0.731 (workload) and finally 0.532 was for (job performance). Table 1 shows that CR
for each variable is more than 0.70 based on the Hair et al. (2011) suggestions which
indicates that the variables used are fully reliable. The minimum value for CR was 0.890
(workload) and maximum was 0.919 (role ambiguity). While, CR values of (role
conflict) was 0.944 and (job performance) was 0.941.
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Table 1

Results of Measurement Model
Constructs AVE CR
Role Ambiguity 0.694 0.944
Role Conflict 0.817 0.919
Workload 0.731 0.890
Job Performance 0.532 0.941

After convergent validity, the discriminant validity for reflective scale measurement is
tested through the Fornell-Larcker criterion and the examination of cross-loadings are
the dominant approaches for evaluating discriminant validity (as proposed by Fornell
and Larcker (1981). Further, Henseler et al. (2015) demonstrates that the heterotrait-
monotrait ratio of correlations (HTMT) is based on the multitrait-multi method matrix to
assess discriminant validity.

Table 2
Fornell-Larcker Criterion
Job performance Role ambiguity Role conflict Workload
Job performance 0.765
Role ambiguity -0.263 0.833
Role conflict -0.272 0.315 0.904
Workload 0.040 0.067 0.056 0.855

The results of (Table 2) shown the squared root of AVE for each construct is evidently
higher than the correlation for each construct indicating adequate discriminant validity
for constructs proposed in this research. Also, based on Kline (2011), if the HTMT
value is below 0.85, the discriminant validity has been established between two
reflective constructs. Thereby current study reports from HTMT criterion result
indicated that discriminant validity has been established between constructs, and violates
of HTMT has not been found between constructs measures given in Table 3. Overall,
the measurement model demonstrated adequate convergent validity and discriminant
validity for this study.

Table 3
Heterotrait-Monotrait Ratio (HTMT)
Job performance Role ambiguity  Role conflict  Workload
Job performance
Role ambiguity 0.268
Role conflict 0.280 0.357
Workload 0.050 0.084 0.064

FINDINGS
Structural Model

This research was assessed the path relationship (structural model) through four steps
including collinearity issues, the level of R? standard beta, t-values of 5000 resample
via bootstrapping, and the predictive relevance Q2 in accordance to Hair et al. (2014).
Collinearity issue arise when there is high correlation refers to a pair of predictors (Hair
et al., 2009). This study estimated to encounter multi-collinearity issues because three
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predictors of organizational stressors measure the same attribute of an object therefore,
the results of VIF values was very important. Likewise, Hair et al (2010) suggested VIF
or variance inflation factor should be lower than 3. As Table 4 illustrates, results of
collinearity test assessed among the independent variables in the current model and did
not find any cause for using the criteria of variance inflation factor.

Table 4
Collinearity Statistics of Structural Model (Inner VIFs)
VIF
role ambiguity 1.146
role conflict 1.247
Workload 1.018

The coefficient of determination (R? value) depicts the structural model’s predictive
accuracy and is calculated as the squared correlation between a specific endogenous
construct's actual and predicted values (Hair et al., 2014). According to the guideline by
Cohen, (1988), the fitted multiple regression model depends on R? and if R? value lies
between 0.02-0.12, the model is weak, 0.13-0.25 is moderate, and 0.26 and above is
good. However, Hair et al. (2011) suggested that the judgment of R2 value is high/low
depends on the specific research context. The results of the current research show that
R2 value for endogenous variable (job performance) is 0.172 suggesting that 17.2% of
the variance in job performance can be explained by the exogenous variables (i.e.
organizational stressors). The path coefficients of the structural model have been
measured and bootstrap analysis was performed to assess the statistical significance of
the path coefficients. Therefore, after 5000 resample bootstrapping, this study indicated
the significance of the direct relationships between role ambiguity and job performance;
role conflict and job performance; workload and job performance. First, an examination
of the beta and t value indicates in the Table 4 that hypothesis 1 is negatively significant.
Thus, the relationship between role ambiguity and job performance found to be
significant negatively based on hypotheses p<0.01 (f=0.-198, t-value=2.738). Second,
according to the relationship between role conflict and job performance as hypothesis 2
proposed, it was found it is negatively significant based on hypotheses p<0.01 (p=0.-
217, t-value=2.610) where based on hypothesis two, it was revealed there is a negative
relationship between role conflict and job performance. Nevertheless, the third
hypothesis did not show any significance. As for the hypothesis three, workload did not
negatively influence on job performance and it should be noted that it is not supported
as (p=0.067 t=805) that are given in Table 5.

Table 5
The Results of Structural Model
Hypothesis Direct Relationship Beta SE t-value Decision
H1l RA->JB -0.198 0.072 2.738** Supported
H2 RC->JB -0.217 0.083 2.610** Supported
H3 WL->JB 0.067 0.082 0.805 Not Supported

*p<0.05; **p<0.01; RA=role ambiguity, RC=role conflict, WL=workload; t value< 1.96

Additionally, this research assessed the predictive relevance of the model through the
blindfolding procedure shown in Table 6. According to Henseler et al. (2009), this
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measure is used to assess the research model’s capability to predict. Q? value larger than
zero indicates that the exogenous constructs have predictive relevance for endogenous
construct (Hair et al., 2011). The result showed that all exogenous constructs in this
research have predictive relevance and Q2 values were larger than zero.

Table 6
The Results of the Q2 Values

Predictor Endogenous R2 Q2 Predictive Relevance
Role Ambiguity  Job Performance 0.172 0.511 Yes

Role Conflict Job Performance 0.172 0.716 Yes

Workload Job Performance 0.172 0.431 Yes
DISCUSSION

The focus of the current study is to examine the influence of organizational stressors
including role ambiguity, role conflict and workload on job performance among
academic staff in research universities in Malaysia.

First of all, role ambiguity predicted has a negative significant influence on the job
performance among academic staff. That indicates ambiguous academic staff deal with
poor academic job performance in research universities. This finding extends the
previous literature on significantly and negatively relationships between role ambiguity
and job performance (June & Mahmood, 2011). In the present study, the results show
that academics were affected more by role ambiguity than other predictors in Malaysian
research universities This finding is consistent with Ling (2014), who argues that one of
the possible reasons of this similarity among academic staff is that they are less tolerant
of role ambiguity due to the nature of academics performance in Malaysia. Therefore,
frequent changes in government policies and regulations related to things such as
research grants, curriculum design and key performance indicators may have contributed
to a sense of ambiguity among academics in public universities. Similarly, the dynamic
changes in promotional criteria may also have contributed to role ambiguity. Moreover,
academics might have realized that teaching loads for the past year have left little time
for them to do research (Murphy, 2014). Furthermore, it was illustrated from the
findings that lack of enough clarity of academic staff role results in decline of job
performance. The findings of the study also confirmed the pervious findings which were
carried out higher ambiguity may arise due to lack of clarity regarding how to perform
different academic activities of teaching and research that are necessary for the
successful accomplishment of academic role (Catano, et al., 2007; Dua, 1994; Gillespie,
et al., 2001; Idris, 2009). Next, role conflict is found to have a negative significant
influence on job performance among academic staff. This means that role conflict in
research universities has an adverse impact on academic performance in Malaysia.
Therefore, when academic staff received the higher level of confliction in role, their job
performance decreased. Thus, administrators in research universities need to decrease
the pressure to perform multidisciplinary task in snap shot time. The present study
finding develops the former researches’ investigation on significantly and negatively
relationships between role conflict and job performance (Basarudin et al., 2016; Rum et
al., 2013). Finally, this study does not provide support that workload has a negative
relationship on job performance among academic staff in research universities. This
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means that there is no difference between the lower level and higher level of job
performance when the workload is high in their tasks. It should be noted that, in the
present study, workload experienced among academic staff is characterized by the task
load and deadlines, and subsequent factors including time pressures and task demand
time arrangement regarding academic performance. While academic performance is
related to teaching activities and research productivities among academic staff in
research universities. The present results have parallel in findings by Eisenberger et al.
(2005) illustrated whether academics perceived high or low workload but do not impact
on the job performance, it seems that the negative influence on workload depends on
workplace and definition of the roles which shows that organizational culture has
important factors on how staff faced their time pressure towards the performance.

CONCLUSION

To summarize, the results confirmed that role ambiguity and role conflict are both
important associations’ of organizational stressors among academic staff from research
universities in the present study, but academics were not affected adversely by role
workload in their workplace. The question may arise as to why academic staff’s job
performance was not affected by workload compared to role ambiguity and role conflict
in research universities. Furthermore, the present results illustrated from the findings
that lack of enough clarity that leads to role ambiguities of academic staff results in
decline of job performance. Therefore, it brings new contributions to the administrators
of research universities. They should take into their consideration that the very explicit
communication about academic staff expectation in workplace as well as establish very
clear job description towards the roles. The findings of the study also confirmed the
pervious research which were carried out higher ambiguity may arise due to lack of
clarity regarding how to perform different academic activities of teaching and research
that are necessary for the successful accomplishment of academic role (June &
Mahmood, 2011; Murphy, 2014).

On the other side role conflict negatively influenced academic staff job performance in
research universities. Ultimately, it shows that conflictions among academics reached
extremely due to critical thinking and high level of decision making in workplace. In
addition, based on previous studies, no confusion of role expectations for academic staff
happened because their schedules, time and division of tasks were arranged quite
effectively (Basarudin et al., 2016; Meurs et al., 2010; Rum et al., 2013). The findings
seem to reveal that among organizational factors of stress that flows in Malaysian
research universities, workload was less important and academics did not care about
their time pressures and deadlines as challenging stressors. This indicates that past
researches revealed that the reason may be that these academics have accepted the fact
that workload is part of their job and also accepted the fact that they conducted time
preference between expectations and demands (workload) which is a common factor of
academic role in the context of Malaysian research universities. Consequently, academic
staff are very professional with standard measures of career path because they have the
ability to handle high workload and recognize how to pass successfully through
deadlines (Papin-Ramcharan & Dawe, 2006). The broader ramifications of the present
results are evident when considering the past studies, and it can be concluded that
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though academic staff have burdened with number of credit hours which sometimes
become excessive regarding deadlines in both teaching and research activities, but it
proves their capability in handling the task that how they master in teaching and research
activities.

Subsequently, the results support the conceptual distinction between, role ambiguities,
role conflict as role stressors also workload that did not find to be related as work
stressors and provide additional evidence that they are empirically distinguishable. It is
important to separate these organizational stressors because the differences in kinds of
job demand theoretically distinct constructs induced different outcomes. Accordingly,
university administrators would be well advised to address the root of organizational
stressors by reviewing the requirements and responsibilities they bestow upon their
academic staff. This study of academic stress in Malaysian universities has provided
evidence that such actions are beneficial. Last but not least, the present study has
provided new insights about organizational stressors in Malaysian research universities
by systematically exploring the stress process among their academic staff.
Henceforward, administrators of research universities can take various trough their
human resource and management practices to incorporate. First, implement to reduce
organizational factors of stress that adversely impact job performance, as well as
embedded other kinds of support in order to increase job performance of academic staff.
Overall, there are many directions that future research could take based on this study.
Specifically, this research investigated three stress factors (role ambiguity, role conflict
and workload) in universities. It is important to address that there still many other
factors of organizational stress such as personal and impersonal stressors that should be
addressed for future research. Contextually, recommendations for future research
include further study that involve all public universities and private universities as well.
Conceivably, academic staff at the private universities have different needs and
expectations than their colleagues in the public universities. Accordingly, it would be
precious to distinguish if the nature of organizational factors of stress is similar or
different when a wider array of settings is remarked. Additionally, in accordance to
Bakker et al., (2011) investigations suggested that different types of support may
differently impact the moderating effects of social support. Thus, future research
endeavours should investigate whether certain types of perceived workplace social
support differ in buffering the adverse effects of occupational stressors. In particular, an
increased understanding of the social support types may help focus organizational
stressors interventions.
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