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According to the Congress of Unions of Employees in the Public and Civil Service of Malaysia
(CUEPACS), nearly 500,000 Malaysian civil servants have been identified as experiencing
work stress. By investigating the effects of work stress on civil servants in Malaysia's federal
agencies, the relationship between leadership (LS), team conflict (TC), and work stress (WS)
in the Malaysian public sector was examined and the mediating effect of job demands (JD)
was tested. The sample comprised 626 respondents who worked in Putrajaya, Kuala Lumpur.
Data were collected through survey method and quantitative analysis were done employing
the structural equation modeling (SEM) to analyze direct and indirect effect. According to the
findings, there was a significant positive impact of TC on WS, TC on JD, and LS on JD.
Contrarily, the impact of LS on WS was not significant. The JD constructs was identified as
mediator of the aforementioned relationships. The practical implications suggested that
organizations should place greater emphasis on cultivating a learning culture to successfully
adapt and respond to novel external challenges. Leaders could reduce WS by being honest and
empathetic towards the employees and granting them the flexibility to spend precious time
with their loved ones. In addition, supervisors and managers should use more transformational
approaches in their interactions with subordinates. Team members could stay in touch for
social support. The findings extended previous research and strengthened the antecedents of

WS, namely LS, TC, and JD, in public organization.

1. INTRODUCTION

The coronavirus disease 2019 (COVID-19) pandemic
caused global economic and social issues. While there are few
impacts of the pandemic, a favorable impact on organizational
learning, psychological empowerment, and work stress (WS)
was reported [1]. The WS has gained attention in recent years
due to its impact on work performance and employees’
attitudes. The WS is a significant negative outcome that may
result from relatively bad LS practices, team conflict (TC), or
high job demands (JD) [2, 3]. Thus, there is a need for
investigations on work engagement literature, specifically
regarding WS [4].

Focus has increased on the role of emotions in leadership
(LS) since the 1990s, where there was stronger organizational
preference for leaders who are more relation-oriented and
sensitive to others’ needs as opposed to hierarchically based
traditional leaders focused on accomplishing tasks [5]. Several
studies investigated the crucial role of feelings in LS theory
[6]. Unexpected workplace changes due to COVID-19, such
as increased competition, digitalization, and customer
demands [7], required organizations to use adaptive and
proficient performance models and psychologically empower
employees with high engagement [8].
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The conservation of resources (COR) theory [9] formed the
basis of this study. The COR theory explains that
organizations that advance employee proficiency, autonomy,
and meaningfulness enhance favorable employee emotions,
such as pride and motivation, which help employees build
physical and mental reserves for future challenges.
Furthermore, the COR theory states that stress develops when
a person’s resources are endangered, exhausted, or new
investments do not accumulate appropriately [10]. Based on
this idea, a good LS and low TC evoke pleasant emotions, such
as happiness and love, among employees. Furthermore, the
literature suggested that positive emotions assuage JD and WS
[11].

In this study, the antecedents of WS considering pandemic
were evaluated experimentally to understand how LS affects
WS. Furthermore, the mediating functions of JD in the
interaction between LS, TC, and WS were analyzed. A novel
methodological addition, this is one of the studies that directly
analyze and understand the impact of the study variables on
WS beyond the pandemic’s impacts.

The findings contribute to WS literature by addressing the
importance of employees in volatile circumstances, such as a
pandemic, and contribute to knowledge by empirically
examining numerous WS antecedents in response to the
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literature [12]. Given the paucity of research in this area in
Putrajaya, Kuala Lumpur, the analysis of the aforementioned
interactions within the Malaysian public sector helped shed
light on the aforementioned issues in a non-Western context
and strengthened the external validity of earlier conclusions
established in Western studies.

Therefore, this study will focus on measuring the impact of
LS and TC to establish the relationship between these
variables (LS and TC) with WS. The analysis will measure
whether LS practices and TC increases the civil servants’ WS.
Additionally, this study will also look into the direct effect of
LS and TC on JD as well as the mediating effect of JD towards
the relationship between LS and WS, TC and WS.

2. LITERATURE REVIEW AND HYPOTHESES
2.1 Malaysian public sector

There are three levels of Malaysian governance: federal,
state, and local [13]. Public sector employees are
indispensable to national growth. The research focus was only
the Malaysian federal government public sector. There is a
total of 672,737 federal employees in Putrajaya, with many in
management positions as managing and administering
government agencies is demanding and complex.

The Congress of Unions of Employees in the Public and
Civil Services Malaysia (CUEPACS) reported that more than
400,000 Malaysian public sector employees experience
various stresses [14]. A series of global lockdowns ensued
after the World Health Organization (WHO) declared COVID-
19 a pandemic in early 2020, which significantly impacted
various service industries, including tourism, hotels, and
aviation and ultimately challenging the global economy.
Moreover, the pandemic exacerbated the mental anguish of
millions of people in economically and politically vulnerable
regions. The COVID-19 pandemic affected cultures globally
and was predicted to have wide-ranging repercussions [15]. In
this study, some of the pandemic repercussions in the
Malaysian public sector were analyzed and described.

2.2 The WS

The WS harms all levels of organizational efficiency and
effectiveness. Moreover, the WS reduces employee
motivation, morale, optimism, satisfaction, and performance,
causes high turnover, recurrent sick leave and work accidents,
low-quality — products and services, poor internal
communication, and frequent confrontations and arguments
[16]. The COR theory assumes that human motivation
involves resource maintenance and build-up. Resources are
the valued objects (tools), human traits (emotional stability),
conditions (social support), or energy (money) used to obtain
or protect additional valued resources [10]. Dubois et al. [17]
linked dwindling resources to rising burnout. According to the
COR theory [18], stress and burnout occur when people notice
the possible or actual loss of resources or fail to gain sufficient
resources after a major investment. A stressor may be an initial
threat to resources, where sustained losses or threats over time,
especially after a considerable commitment in effort, may lead
to burnout. Thus, highlighting how people manage work-
related stress is crucial.

In this study, the COR theory that employees’ perceptions
of the loss of valued resources in the context of change may

2004

alter their psychological state and lead to increased stress,
persistent anxiety, and depressive symptoms [19] and burnout
was verified. Chullen [20] discovered that stress and burnout
can spread easily among employees. Employees face a unique
combination of job responsibilities and stress where
employees who respond similarly to shared events may feel
the same emotions. Consequently, work conditions may cause
employee burnout. Gong et al. [21] reported that resilience and
optimism predicted WS. Many studies examined the
psychological impact of WS but more studies are needed to
support the influence of LS, TC, and JD on WS [4].

2.3 Theoretical framework

The COR theory has been used in research on WS as a
performance indicator, the mediating effect of employee
resilience on the relationship between learning culture and
affective commitment to change, and the relationship between
family and supportive supervisor behaviors, WS, and
subjective well-being [22]. Positive emotions (pride and
excitement) reduce TC, JD, and WS [11] by boosting
employees’ self-confidence and physical and mental resources.

2.4 The LS

Healthy organizations are characterized by employees’
well-being and performance and organizational financial
health [23]. The three measures of healthy organizations are
mental health, LS, and efficacy [24]. Efficacy refers to the
extent to which organizational resources are optimized and is
fundamental to organizational health [25]. The LS impacts
corporate efficacy directly and personnel performance
indirectly [26]. Organizational performance and efficacy must
be accomplished without stressing employees. The LS-related
elements form the foundation of the aforementioned objectives
[27] where a transformational LS style is linked to employee
psychological and job well-being.

Influential LS models, such as charismatic and
transformative LS, emerged in the 1980s and have been
researched ever since. The LS style and employees’
perceptions of stress have been linked [28] where
transformative LS can help overcome WS [29]. Excellent LS
is critical to organizational success [30] while transactional LS
emphasizes idea exchange among leaders, peers, and members,
which entails the leader debating the tasks to be completed
with others and rewarding results [31]. According to Syed et
al. [32], LS and WS are positively related.

Consistent learning opportunities and development within
the organization contribute to decreased work-related stress
levels among employees [33]. Based on the COR theory, it is
suggested that organizations that encourage employees to
become more proficient and empowered via learning will
increase good feelings among those employees, such as
increased self-confidence. These uplifting emotions will
contribute to increased employee commitment, vigor, and
absorption levels in their tasks [11]. Thus, the first hypothesis
is proposed as follows:

H1: The LS positively impacts WS.

2.5 The TC
The TC has severe repercussions towards employees if not

handled quickly and wisely. Vice versa, having teams with
great teamwork benefits not only the employees but also the



organization as team spirit tends to reduce stress and increase
performance [34]. The COVID-19 pandemic contributed to
heightened stress levels in practically all nations among both
healthcare and non-healthcare employees [35]. Therefore, it is
not only essential to lower overall stress levels but also to
equip staff with the ability to cope with the stress that is
inescapable in such circumstances. Kasparkova et al. [34]
stated that one approach is to increase employee loyalty by
having employees work in teams. Work-induced tensions
within a team appear to have a positive correlation to WS [36,
37]. Therefore, strong levels of team spirit among employees
tends to reduce WS, which may result from challenging or
unexpected scenarios, such as the pandemic and work
environment. Favorable emotions, resiliency, and a strong
sense of team spirit among employees are indicators of a
positive connection to workplace performance. Recently, most
studies focused on interactions among team members and TC
as a determining factor of the success level of a team [38].

Humphrey and Aime [39] opined that teams were “a set of
interdependent relationships and activities organizing shifting
sets or subsets of participants embedded in and relevant to
wider resource and institutional environments”. The team
should be better understood from the aspect of organizing
member  activities  (teamwork  without  adequate
communication leads to conflict and WS) [40, 41]. Therefore,
individuals with a strong sense of team spirit are more resilient
in the face of adversity, capable of developing strong social
support networks, and have an optimistic worldview. These
aforementioned characteristics contribute to better work
satisfaction levels. Almost et al. [42] demonstrated that
employee TC was significantly related to WS. Therefore, the
following hypothesis is proposed:

H2: The TC positively impact WS.

2.6 The JD

Employment requirements can be divided into three
categories: physical, social, and organizational [43]. Job
requirements involve either physical or mental exertion and
their effects might be either physiological or psychological.
Physical job requirements or JD includes tasks such as sitting,
standing or remain stationary while serving the customers or
moving goods across the office for various needs. Schaufeli
and Bakker [44] defined the four primary JD as the physical,
psychological, social, or organizational aspects of a job that
necessitate sustained physical or psychological (cognitive or
emotional) effort and are consequently associated with certain
physiological or psychological costs. Meanwhile, social JD or
job  requirements involves skills which includes
communication, cooperation, leadership and empathy. Further,
one example of organizational job requirements is managing
administrator tasks and making judgments under pressure or
while worrying about the impact of a particular decision on co-
workers. Impact refers to employees’ views of how their
behaviors affect job outcomes. Analyses of the relationship
between LS, TC, JD and WS have come to the forefront based
on the previous work of a few scholars where additional work-
related factors contributed to WS and to varying degrees, the
three dimensions (LS, TC and JD) allow for WS [45].

There are minimal empirical data on the association
between LS, TC and JD; nonetheless, past research presented
evidence to support this relationship. In a previous study on
JD, job- and individual-related antecedents of LS and TC were
examined where the LS and managerial practices that
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promoted information-sharing and decision-making were
linked to WS [46]. Other research demonstrated the good
impact of JD on employees’ attitudes [47]. These attitudes
included problems with employee changeover, scheduling
constraints, and a deficiency of essential resources for good
execution [48]. The JD and LS, TC, and WS were positively
linked; nevertheless, the term “demands” can refer to a broad
range of concerns, which include time pressure, workplace
bullying, and work—home life conflict [49]. Accordingly, the
following hypotheses are proposed:

H3: The LS positively enhances JD.

H4: The TC positively enhances JD.

2.7 Mediating effect

Chullen [20] observed two ways by which stress and
burnout might spread among employees. First, employees may
react similarly to common circumstances and feel alike. In this
case, employees encounter specific JD and resources, where
the workplace may cause burnout. The second way employees
share burnout is if their moods coincide [50], where an
employee may start to feel emotionally tired at work,
individually incompetent on the job, and begin to exhibit
pessimism and unsympathetic views toward others. In this
research, the effect of high JD on WS was examined.

Social support (LS behaviors) lessens the impact of
occupational stress [51]. Dollard et al. [52] proposed that
employees seek emotional support from their co-workers and
superiors (leaders) when necessary. Theoretically, demanding
jobs reduce the mediating effects of LS on WS [53].
Nevertheless, more inputs may overwhelm the leader during
difficult and complex tasks [54]. Leaders are under increasing
pressure to perform at their peak to meet deadlines and fulfil
their responsibilities. Consequently, it was anticipated that
leaders would be constrained by their dominant focus on the
task assigned to them and their subordinates in the face of high
JD. Hence, leaders will regulate existing challenges and
resources to complete the organizational mission [55]. Leaders
are expected to drive their subordinates to complete work as
quickly as possible to meet deadlines. Dollard et al. [52]
reported that JD are significantly related to LS and WS; thus,
employees are certain to become stressed consequently. Hence,
the following hypothesis is proposed:

H5: The JD mediates the relationship between LS and WS.

It is highly likely that an organization will have high
employee engagement levels if it cultivates an atmosphere that
emphasizes meaningfulness as a psychological condition
together with safety and resource availability [56]. The
original JD-R (JD-job resources) model proposed by
Demerouti et al. [57] demonstrated that the daily workload can
lead to chronic overload, thereby resulting in health problems.
In such situations, JD cause chronic tiredness and possibly
physical health issues (including cardiovascular diseases).
Contrastingly, job resources motivate workers [58]. As they
are significant and satisfy basic needs (inspiration, dedication,
and enthusiasm), employment resources consistently support
work activity development [44]. Furthermore, when
employees understand that they have lower JD, they will feel
more confident and be able to cope with potential TC, such as
discrimination and bullying. Nonetheless, employees may be
unable to deal with continuous high demands and TC, which
may lead to WS over time. Bakar and Salleh [59] reported that
JD were significantly related to TC and WS. Based on this



information, the following hypothesis is proposed and Figure
1 presents the hypothesized relationships:
H6: The JD mediates the relationship between TC and WS.

H>3 Hé6

D
H3

Ls H WS

H4 2

TC

Figure 1. The research framework

3. METHODOLOGY

In this quantitative study, the factors that contributed to the
WS antecedents during the pandemic were investigated. The
interactions between variables were determined via hypothesis
testing. All relevant data were shared with the participants who
agreed to complete the survey, which was disseminated to
public sector workers who had continuously worked for the
duration of the pandemic.

In this study, public sector employees in Putrajaya, Kuala
Lumpur, were included through stratified random sampling. It
is one of probability sampling that is based on the process of
random selection, which means that each individual with
similar characteristics in the population has an equal chance of
being selected as a subject in the sample. Stratified random
sampling is often used when there is a great deal of variation
within a population. The respondents were chosen from Grade
11 until Grade 41/44. Stratified random sampling enables
researcher to make generalizations (i.e., statistical inferences)
from the sample to the population [60]. The stratified sampling
gives more reliable and detailed information about the sample
[61]. Data were collected through survey method and
quantitative analysis were done by employing the structural
equation modeling (SEM) to analyze direct and indirect effect.
The survey method was used in this quantitative research due
to the reason that it is useful in describing the characteristics
of a large population and it ensures a more accurate results for
researcher to draw conclusions and make decisions [61]. Of
800 questionnaires disseminated, 702 responses were received,
of which 46 were incomplete and therefore excluded from the
analysis. The final responses were from 656 middle- and
lower-level management staff in seven organizations. All four
variables (LS, TC, JD and WS) were scored on a five-point
Likert scale and comprised the following ordered response
options: 1 (strongly disagree) to 5 (strongly agree). Data were
gathered through direct submission from the respondents. The
data were analyzed with a structural equation model (SEM)
with partial least squares (PLS-SEM).

As SmartPLS was used as an analysis tool in this study, the
minimum sample size was based on the analysis power, which
was based on model complexity [62]. Model complexity is
calculated based on the maximum number of arrows pointing
at any endogenous variable. Based on the study model, four
arrows pointed at both exogenous variables of the study. Gefen
et al. [63] proposed that social science studies should feature
80% power with medium effect size. According to the table
developed by Green [64], four predictors in the model, and
following the specifications of Gefen et al. [63], the minimum
sample size to test the research model in this study was 84.
Thus, with the 656 samples, the number of respondents met
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the minimum sample size requirements proposed by Hair et al.
[62].

4. RESULTS
4.1 Respondents’ demographics

The respondents were aged between 21 and 25 years (5.9%),
26 and 30 years (15.4%), 31 and 35 years (23.8%), 36 and 40
years (32.3%), 41 and 45 years (13.7%), 46 and 50 years
(5.5%), and 51 and 60 years (3.4%). Academically, 3.5% of
the respondents had a Master’s degree, 29.4% had a
Bachelor’s degree, 34.0% had a diploma, 3.7% had a
certificate, 7.9% had a Malaysian Higher Certificate of
Education (STPM), 20.9% had a Malaysian Certificate of
Education (SPM) and 0.6% had a Lower Secondary
Assessment (PMR). While 8.4% of respondents had > 21 years
of experience, 19.2% had between 16 and 20 years of
experience, 34.3% had between 11 and 15 years of experience,
and 38.1% had between five and 10 years of experience.

4.2 Descriptive statistics
Table 1 presents the means, standard deviations (SDs), and
correlations of the variables. The TC was positively related to

JD and WS. The JD were strongly related to WS.

Table 1. Means, SDs, and correlations

Mean SD LS TC JD WS
LS 5289 9.17 -
TC 1854 6.75 -0.184** -
JD 5235 9.90 -0.082  0.297** -
WS 6389 2204 -0.161** 0.409** 0.592**
**p < 0.01.

4.3 Exploratory factor analysis (EFA)

Reliability was checked with an EFA with varimax rotation.
Factor loadings > 0.6 were deemed “high” and those < 0.4
were categorized as “low” [65]. Therefore, the cut-off point in
this study was 0.5 to obtain factor loadings > 0.4. The
remaining items from the adopted questionnaire after setting
the cut-off were as follows: all items for LS and TC, 12 items
for JD, and 26 items for WS had factor loadings > 0.5. The
results revealed a significant Bartlett’s test of sphericity at
0.001 and Kaiser-Meyer-Olkin (KMO) of 0.955, which
indicated that the sample was adequate (a common KMO cut-
off score is > 0.70) [66]. The item loadings ranged between
0.611 and 0.862 for LS, 0.774 and 0.875 for TC, 0.523 and
0.695 for JD, and 0.642 and 0.845 for WS, which matched
strongly with the main constructs of the survey design.

4.4 Convergent validity

Convergent validity is checked before discrimination
validity is tested to assess whether a model is appropriate [67].
After the measurement model was established, the study
hypotheses were analyzed with the structural model. Hair et al.
[62] recommended testing convergent validity with factor
loading, average variance extracted (AVE), and composite
reliability (CR). Table 2 demonstrates that most factor
loadings were > 0.7, with a few between 0.4 and 0.7. However,
item JD1, JD7 and JD 17 were deleted due to the low factor



loadings that was below than 0.4. The AVE was > 0.5 and all
CR values were > 0.7, which demonstrated that the constructs
had adequate convergent validity [68].

Table 2. Convergent validity

Construct Item Loading CR AVE
Transformational LS TF_L1 0.617 0.955 0.606
TF_L2  0.759
TF_L3  0.557
TF_L4  0.805
TF_L5 0811
TF_ L6  0.732
TF_L7  0.770
Transactional LS TS_L1 0.545
TS L2  0.786
TS L3  0.877
TS L4  0.874
TS_ L5  0.877
TS L6  0.877
TS L7  0.896
TC TC1 0.824 0960 0.776
TC2 0.910
TC3 0.887
TC4 0.871
TC5 0.902
TC6 0.894
TC7 0.874
JD JD2 0.734 0936 0.514
JD3 0.786
JD4 0.653
JD5 0.644
JD6 0.612
JD8 0.762
JD9 0.852
JD10 0.842
JD11 0.830
JD12 0.729
JD13 0.788
JD14 0.532
JD15 0.638
JD16 0.531
WS WS1 0.726  0.976 0.593
WS2 0.778
WS3 0.773
Ws4 0.850
WS5 0.842
WS6 0.826
WS7 0.782
WS8 0.835
WS9 0.835
WS10 0.829
WS11 0.820
WS12 0.489
WS13 0.770
WS14 0.853
WS15 0.847
WS16 0.609
WS17 0.820
WS18 0.761
WS19 0.768
WS20 0.531
WsS21 0.702
WS22 0.799
WS23 0.743
WS24 0.782
WS25 0.808
WS26 0.801
WS27 0.757
WS28 0.690
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4.5 Discriminant validity

Following the guidelines of Gholami et al. [69],
discriminant validity was assessed by counting the indicators
that characterise just one component in the data set. To ensure
that the components are statistically distinct from other
constructs, discriminant validity must be assessed in detail
[70]. Thus, the HTMT (heterotrait-monotrait ratio of
correlations) was used as proposed by Henseler et al. [71], who
advised that the HTMT threshold value should be < 0.90 to
ensure discriminant validity. A discriminant validity was
established as depicted in Table 3.

Table 3. Discriminant validity (HTMT) ratio

LS TC JD WS
LS
TC 0.186
JD 0.184 0.283
WS 0189 0.372 0.555

4.6 Structural model

The structural model should not have any lateral collinearity
issues before hypothesis testing is conducted. Diamantopoulos
and Siguaw [72] stated that it is necessary to ensure that the
variance inflation factor (VIF) does not exceed 3.3. There were
no collinearity issues in this study, as depicted in Table 4, as
all VIF values were below the threshold value. The hypotheses
were tested with a bootstrap technique that involved resolution
resampling (5,000 times) to ensure that the established
hypotheses were at t- and p-values and had bias-corrected
confidence intervals. The data supported only five of the six
hypotheses. Figure 2 presents the bootstrapping outcomes.

4.7 Hypothesis testing

A 95% bias-corrected confidence interval were generated
with 5,000 bootstrap samples. In this analysis, surprisingly, LS
had a negative insignificant effect on WS and thus H1 is not
significant (B =-0.058,t=1.395: LL=-0.129, UL=0.025,p >
0.05).

Moreover, the effect of TC on WS was positive and
significant (B = 0.207, t = 5.003: lower limit [LL] = 0.124,
upper limit [UL] = 0.286, p < 0.05), which supports H2. The
LS had a positive significant effect on JD ( =-0.150, t =3.532:
LL =-0.225, UL = -0.057, p < 0.05), which supports H3. The
results indicated a positive effect of TC on JD (f = 0.260, t =
6.182, LL = 0.179, UL = 0.346, p < 0.05) and thus H4 is
significant.

The JD significantly mediated the relationship between LS
and WS (f =-0.075,t=3.085; LL =-0.123, UL =-0.031, p <
0.05). Thus, H5 is supported. Furthermore, TC positively
affected WS through the mediator JD (B = -0.129, t = 4.166:
LL = 0.080, UL = 0.194, p < 0.05); thus, JD mediated the
relationship between TC and WS and H6 is supported. Table
4 details the findings demonstrating a direct relationship and
Table 5 presents the mediation analysis results.



Figure 2. Bootstrapping results

Table 4. Hypothesis testing

Hypothesis B SE t p LL UL Decision VIF
HI LS -> WS -0.058 0.042 1.395 0.164 -0.129 0.025 Not supported 1.064
H2 TC ->WS 0.207 0.041 5.003 0.000 0.124 0.286 Supported 1.114
H3 LS ->JD -0.150 0.042 3.532 0.000 -0.225 -0.057 Supported 1.039
H4 TC ->JD 0.260 0.042 6.182 0.000 0.179 0.346 Supported 1.039
**p < 0.05. SE, standard error.
Table 5. Mediating effect
Hypothesis B SE T p LL UL Result
H5 LS ->JD ->WS -0.075 0.024 3.085 0.002 -0.123 -0.031 Supported
H6 TC ->JD -> WS 0.129 0.031 4.166 0.000 0.080 0.194 Supported

**p < 0.05. SE, standard error.

4.8 Coefficient of significance (R?), predictive relevance
(Q?), and effect size (f?)

Table 6 depicts the calculation of the R? 2, and Q? as
predictive variables of WS and JD. The R? value of 0.369
indicated that LS, TC, and JD represented 36.9% of the total
variance of WS while the R? value of 0.105 indicated that LS
and TC explained 10.5% of the overall variance of JD.
According to Falk and Miller [73], an R? value of 36.9% was
considered moderate in this study on WS with two
independent variables. Moreover, predictive accuracy analysis
was performed using Q? derived from Geisser [74]. The
predictive impact of the model was evaluated with a
blindfolded technique. Using a distance of seven, the Q? value
demonstrated the importance of the prediction for the definite
criterion variable if the Q? rating > 0 [75]. The Q? values of the
criterion variables WS and JD were 0.214 and 0.047,
respectively, representing reasonable predictive relevance.
Cohen [76] categorized 2 of 0.35, 0.15, and 0.02 as large,
medium, and small, respectively. In this study, LS had a small
effect size on JD (f2 = 0.024) while LS did not have an effect
size on WS (f2 = 0.005). The TC had a less significant effect
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size on JD (f2=0.072) and WS (f2=0.061). Contrarily, JD had
a large effect size on WS (2 = 0.351).

Table 6. The R%, Q? and 2

R? Q? 2 Decision
WS 0.369 0.214
JD 0.105 0.047 0.3518 Large
TC 0.072% 0.0612  Small; small
LS 0.024°; 0.0052 Small; nil
AWS: °JD.

5. DISCUSSION AND CONCLUSION

In this study, the relationship between LS, TC, JD, and WS
in the public sector’s environment was studied. It is crucial to
note that in analyzing the results, the authors accounted for
work stress by using a well-established scale to determine the
psychological impact of a national crisis, such as team conflict,
leadership and job demands. This assessment enabled the
discovery of the relationship among variables outside the
psychological influence of employees’ performance, which



reduced statistical bias and increased data dependability. The
findings supported the five out of six proposed hypotheses.

Surprisingly, LS styles were negatively linked with WS
(H1). This result contradicted past studies that suggested a
positive relationship between LS and employee stress [32].
Nevertheless, this finding is consistent with previous studies
[77, 78]. Hetland et al. [79] suggested that the link between
transformative LS and subordinate burnout is not obvious. The
possible reason for this finding could be that employees stress
has nothing to do with the leaders but more to do with the
nature of the jobs. It could be that employees need to manage
their tasks to reduce their work stress. It is opined that LS
helped create a better working environment, which in turn
helped reduce WS. Employees who believe that their leader is
executing their role in creating mutual trust, helpfulness, and
friendliness experience less WS. Moreover, leaders who share
job expectations clearly with employees can help them avoid
WS [80, 81].

Next, it was determined that TC positively influenced WS
among public sector employees (H2). Beyond performance
effects, TC can be unpleasant and stressful for employees. This
finding strongly supported the finding of Jimmieson et al. [82]
that TC inhibits goal-directed action, which triggers thoughts
and feelings that set the stage for a stress reaction. The TC also
provokes unpleasant feelings among team members, which
can lead to weakened identity, self-worth, and self-esteem, and
similarities and social belonging, thereby leading to
physiological and psychological WS [83].

Further, the finding of this study indicated that LS style
significantly influenced JD (H3). This finding is consistent
with previous study [53]. Apart from the direct role played by
great leaders, a manager’s LS personality is significant in JD.
Furthermore, the findings indicated that LS styles could be
used as an effective tool in the Malaysian public sector. In this
study, it was determined that leaders were a source of
confidence and acted as a resource (being attentive, supportive,
and considerate) so that the employees could meet their JD
independently.  Moreover, preliminary  findings on
organizational leaders were presented in this study, which
were consistent with those of a recent US study [84]. The
findings demonstrated the potential influence of LS on JD. The
favorable influence of LS on JD supported the COR theory [9]
on employee attitudes.

Furthermore, the investigation revealed that TC
significantly influenced JD (H4). Earlier investigations
confirmed these conclusions for TC and JD [85]. Similarly,
Costa et al. [86] reported that TC was positively connected to
JD. The natural drive of empowerment to take control of one’s
work promotes engagement and involvement [87].
Nevertheless, studies on the association between TC and JD
are scarce; therefore, this finding is essential for reinforcing
the association in different countries. In this analysis, it was
proved that the TC-JD association extended beyond the
emotional impacts of the work environment on employees. It
is pivotal to put in place measures to reduce team conflicts in
order to mitigate job demands among employees.

Based on recommendations to research potential mediating
factors in the relationship between LS, TC, JD, and WS [88],
this analysis determined that JD are significant mediators. The
aforementioned studies demonstrated that LS affected WS
indirectly through JD (HS). A systematic learning culture that
stimulates skilled individuals to develop creative solutions to
organizational difficulties should enhance employees’
resilience and work involvement, which correlates with

2009

improved working engagement levels [89]. Moreover, the
findings revealed that JD is an essential mediator between TC
and WS (H6). The LS and TC focus on progressive LS,
information exchange, and employee participation [90] to
foster WS. The findings indicated that JD will reduce control
of employees, which led to WS. In this study, the findings
extended those of Schaufeli [91], where role-modelling
leaders lessen work expectations for change. Cheong et al. [92]
suggested that LS is a crucial antecedent of WS while JD is a
necessary element for work outcomes [84].

6. CONTRIBUTIONS
IMPLICATIONS

AND THEORETICAL

WS is an important notion in the current demanding work
environment. This study contributes to the understanding of
employees in government institutions in Malaysia by
determining how their job demands and stress can be reduced,
in order to foster efficiency in the public sector. Positive
emotions can promote approach behaviour and broaden
cognitive tasks, which are vital for creating personal resources
that contribute to work engagement [93].

Using the COR theory [9], a conceptual model was built to
illustrate how the positive state of LS can extend employees’
thought-action repertoires and how positive emotions can help
build personal resources which helps dimmish the JD hence
reducing WS. This research contributed to the theory of COR
theory [9] by demonstrating that leadership support is pivotal
for employees to handle job demands and this may help
employees manage work related stress. Also, having a clearly
defined role among team members could help employees
reduce the work stress, because efficient team work would
reduce job demands. These data corroborated the expanding
part of the COR theory, where the good emotions connected
to LS, TC, and JD broadened employees’ thought—action
repertoires.

7. MANAGERIAL IMPLICATIONS

Pandemic has impacted businesses and workers worldwide
where the rapidly spreading public health outbreak affected
the operations and earnings of numerous firms. Businesses
rushed to deal with the pandemic in ways that were devastating
to employees’ emotions and involvement, which included
compensation cuts, lower benefits, lack of organizational
support, abrupt work process changes, and the loss of close
colleagues to layoffs or health issues. The findings indicated
that LS was a significant organizational resource that could be
used to enhance conducive workplace.

One of the most effective strategies for increasing public
sector employee motivation and reducing stress is to focus on
the LS patterns of supervisors and their management.
Supervisors and managers should use more collaborative and
transformational approaches in their interactions with
subordinates. Cultural and sociopolitical factors have
traditionally exerted a significant impact on the Malaysian
public sector, which resulted in increased employment
demand and higher WS levels among public sector employees
[94]. To address the aforementioned issues, the government
should concentrate on methods to make public sector work
environments less stressful, as Malaysia considers employee
well-being critical to its goal of becoming a developed country



[95]. As part of a good learning culture, leaders should
maintain open communication with all employees and exercise
positive transformative LS. This investigation demonstrated
that the impact of LS on WS is dependent on the JD.
Organizations that can create and improve JD can profit from
LS and TC in WS.

Public sector employees experience constant pressure to
provide better services to the public and strain to continue [96].
Consequently, they might lose faith in the importance of their
work. Employers can improve employees’ emotional
resilience by implementing teamwork initiatives that
encourage team spirit. Such programs are anticipated to
strengthen employees’ sense of belonging and reduce stress,
resulting in a better workplace. Furthermore, expanding
flexible work arrangements (job sharing) while fostering
cooperation might help employees better balance excessive
workloads and obtain the necessary peer support from their
team members, which would reduce WS and improve JD.
Finally, organizations that provide individualized coaching
and mentoring at work can assist employees in attaining their
job goals more productively while responding to stressful
circumstances more effectively.

Organizations can reduce WS by revamping employment
and advancing their employees’ careers. Organizations that
provide employees more leeway to achieve their job
requirements might give them more control, which is vital for
growing their sense of work participation and JD. This is
especially true when organizations combine job redesign with
improved career prospects. Employers who provide
employees with information on how to advance their careers
and fulfil their potential through training and performance
evaluation specifically can make work more meaningful and
contribute to employees’ sense of WS.

8. LIMITATIONS
IMPLICATIONS

AND FUTURE RESEARCH

One study limitation is that the findings had limited
generalizability as the sample only comprised Putrajaya public
sector employees. As Malaysian public sector employees were
the study focus, it is thus necessary to determine the
generalizability of the results to other countries as
organizational and cultural differences and different work
environments may influence the outcomes. Moreover, the data
were obtained from the same source (subordinates).
Consequently, the findings could have been influenced by
common technique bias. Nonetheless, all measures used in this
study were thoroughly investigated in previous empirical
research investigations.

Based on the CFA and Harman’s single-factor test results,
less prevalent technique variance was not a main concern for
the research model. Future research should use different
sources for different variables to overcome potential issues
related to common method variance. Finally, participant
characteristics such as experience and age may play a role as
control variables but were not investigated in this study. Thus,
more research on these factors is required.
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