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Abstract

Since being introduced in 2000, the Job Demands and Resources (JD-R) 
model (Demerouti, Bakker, Nachreiner & Schaufeli, 2000) has been studied 
extensively in various Western countries. Although the JD-R proposition 
is not proscriptive about specifi c demands and resource variables, scholars 
have used common variables as demands (e.g. workloads, deadlines), and as 
resources (e.g. support). The question is whether the common variables in the 
JD-R model that had their origins in Western formulations are applicable in 
developing countries. In this paper, based on grounded theory, we conducted 
focus group interviews to investigate specifi c variables that may apply in 
Malaysian workplaces. Two focus group interviews (N=13) were conducted 
with two groups of respondents (managers and non-managers) who worked 
for private and public sector organizations. Data were analysed using 
a thematic content analysis strategy. The study found that new variables 
(e.g. organizational politics, bureaucratic factors) emerged as new demands 
not generally explored in JD-R research, whereas similar demands were 
identifi ed at a job-task level (e.g. deadlines). Regarding resources these were 
mainly identifi ed as in other Western research (e.g. support). Job challenge 
and exploring new things were identifi ed as pleasurable aspects of work.  
This fi nding suggests that using qualitative methods is crucial to exploring 
the psychosocial concept of stress at work to uncover cultural diff erences that 
are apparent between Malaysian and Western employees.
 
Keywords: Job demands, job resources, qualitative studies, job stress, JD-R.
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Abstrak

Sejak diperkenalkan pada tahun 2000, model Job Demands and Resources 
(JD-R) telah banyak diuji di negara Barat. Model ini tidak menentukan 
secara spesifi k pemboleh ubah untuk ‘tuntutan kerja’ (job demands) dan 
‘pendorong kerja’ (job resources), walaupun beban kerja dan ‘deadlines’ 
sering digunakan sebagai pemboleh ubah ‘tuntutan kerja’, dan ‘sokongan” 
sebagai pemboleh ubah untuk pendorong kerja. Persoalannya, adakah 
pemboleh ubah yang sering diguna pakai dalam kajian Barat relevan dalam 
konteks tempatan. Kajian ini, telah dilakukan dengan berpandukan temu 
duga ‘focus group’ terhadap dua kelompok (N=13) sampel pekerja. Kajian 
mendapati pemboleh ubah baru yang tidak pernah muncul dalam kajian 
J-DR (politik organisasi dan kerenah birokrasi) didapati wujud dalam 
konteks tuntutan kerja Malaysia, tetapi terdapat persamaan bagi pemboleh 
ubah tuntutan kerja yang lain (misalnya, sasaran waktu). Bagi pemboleh 
ubah ‘pendorong kerja’, didapati tidak terdapat perbezaan dengan konsep 
Barat. Cabaran kerja dan menerokai teknologi baru pula di tanggap sebagai 
faktor pekerjaan yang menyenangkan. Kajian merumuskan kaedah kualitatif 
mampu menerokai kelompangan budaya di antara pekerja di Malaysia 
daengan negara maju.

Kata kunci: Tuntutan kerja, pendorong kerja, kajian kualitatif, tekanan 
kerja, JD-R.

Introduction

Job characteristics are considered to be important antecedents related 
to employees’ well-being and health (Van den Broeck, Van Ruysseveldt, 
Smulders & De Witt e, 2010). Although job characteristics emerge as a 
fashionable topic in the job stress area, Burke (2010) has noted that 
there are only a few studies on job stress in the developing countries. 
Most job stress theories are based on the Western perspective (Liu, 
Spector & Shi, 2007; Spector, Cooper & Aguilar-Vafaie, 2002). One of 
the recent job characteristics stress models arising from the Western 
tradition is the Job Demands and Resources (JD-R) model (Bakker & 
Demerouti, 2007).  

The JD-R model introduced two types of job characteristics, namely 
job demands and job resources. Job demands refer to an employee’s 
responsibility in his or her job, or more simply “things that have to 
be done” (Schaufeli & Bakker, 2004, p. 296). Specifi cally, Bakker, 
Demerouti and Euwema (2005, pp. 170) have defi ned job demands as 
“those physical, social or organizational aspects of the job that require 
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sustained physical or mental eff ort and are therefore associated with 
certain physiological and psychological costs”. On the other hand, job 
resources can be described as “those physical, psychological, social or 
organizational aspects of the job” (Schaufeli & Bakker, 2004, pp. 296) 
that may energise employee work targets, moderate job demands and 
intensify personal progression (Bakker & Demerouti, 2007). While job 
demands are associated with employee stress, job resources function 
to boost employee engagement. 

While job demands and resources are regarded as important job 
characteristics, work value is another variable associated with 
employee job stress. People may value their work for various 
reasons, such as fi nancial, status or pleasurable aspects of their work 
environment. Van den Broeck et al. (2010), argue that work value 
also infl uences job characteristics, and strengthens the relationship 
between job characteristics and employee well-being. Kalleberg (1977) 
has listed six dimensions of work values that are associated with 
employee satisfaction, including intrinsic components (characteristics 
of the job itself), convenience (job characteristics that provide creature 
comforts), fi nancial (such as pay, benefi ts or security) relationship with 
co-workers (whether the job permits employees to make friends or 
friendly co-workers), career (good chance of promotion) and adequacy 
resources (resources from organisation such as support from the 
supervisor). 

In the current paper, we examined the JD-R model, and in addition 
we also investigated what the important work values for employees 
are. So far, the JD-R model has been tested in various occupational 
sett ings in many countries. This model has been used for examining 
employee job stress and well-being in countries such as Germany, 
Finland, Spain (see Llorens, Bakker, Schaufeli & Salanova, 2006), and 
Australia (Lewig, Xanthopoulou, Bakker, Dollard & Metz er, 2007). 
However, there are some limitations. For example, nearly all of the 
studies using the JD-R approach are Western countries, and most 
of them were derived using English terminology. A problem that 
sometimes happens when translating English questionnaires is that 
they could have diff erent meanings for non-native English speakers, 
or some job characteristics may lead to cultural-specifi c job stress 
perception (Liu, Spector & Shi, 2007). For example, “I love my job’ 
would be normal language usage among English users, but in Spain, 
the word ‘love’ refers only to people, not work (Sanchez, Spector & 
Cooper, 2006). These limitations can be resolved by using a qualitative 
approach, which could reveal more and emerging phenomena than a 
quantitative survey. 
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Another limitation is that no study has used a qualitative approach to 
examine the JD-R model in the Eastern work sett ings. The previous 
studies in Western countries could limit an in-depth understanding 
of the nature of job demands and job resources in developing 
countries. For example, although work intensity is regarded as part 
of job demands and leads to job stress in Western contexts, a study 
by Burke and El-Kot (2009) found something interesting. Their 
study of Egyptian managers revealed that work intensity not only 
led to negative outcomes (i.e. job stress), but also predicted positive 
outcomes (i.e higher job engagement). Given the inconsistent fi ndings 
between Western and developing countries,  the current study used a 
focus group approach to gain a bett er understanding of job demands 
and resources in a Malaysian sett ing. 

We believe that the experiences of employees, and their description, 
and meaning ascribed to job demands and job resources are 
crucial since previous research on job stress research discovered 
that qualitative research sometimes yields diff erent fi ndings from 
research that focuses only on quantitative data. For example, Liu, 
Spector and Shi (2007) found that there are diff erences in results on 
job stress consequences when comparing qualitative and quantitative 
methodologies. Similar conclusions have been found by Idris, 
Dollard and Winefi eld (2010) using in-depth interview where they 
found unexpected results from employees’ description of their job 
stress experiences (e.g globalisations as job stressor). Narayanan, 
Menon and Spector (1999) urged the use of qualitative methodology 
to get more explicit information about the nature of job stress. Our 
aim for the current study was to examine how Malaysian employees 
conceptualize and describe job demands and resources at work. Our 
study can contribute to the job stress literature in various ways. So far, 
most job stress studies in Asia are from China or Taiwan (Chang & 
Lu, 2007; Lu, Cooper, Kao & Zhou, 2003). Second, scholars agree that 
there are diff erences between collective and individualistic culture 
that infl uence how people perceive job-related stress (Duraisingam & 
Dollard, 2005; Liu, Nauta, Spector & Li, 2008). Hopefully, our study 
will add to the job stress literature, especially in understanding the 
recent JD-R model and the extent to which it generalises outside the 
Western context.

What are Job Demand and Resources?

Although the JD-R model is similar to the Job Demands Control 
(JDC) model (Karasek, 1979) that emphasizes working characteristics 
as major factors contributing to employee job stress, the JD-R model 
is more fl exible, and not limited to specifi c variables (Bakker & 
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Demerouti, 2007). Scholars who introduced the model believe that 
every occupation has its unique job demands and resources that 
are closely associated with job stress (Bakker & Demerouti, 2007). 
Employee job demands and resources depend on the occupation 
(Bakker, Hakanen, Demerouti & Xanthopoulou, 2007) and these 
may well diff er between jobs. However, several variables such as 
workload, emotional demands, physical demands, work-home 
interference or organizational change are often used in relation to 
job demands (Bakker, Demerouti & Uewema, 2005; Xanthopoulou, 
Bakker, Demerouti & Schaufeli, 2007). 

The main notion of the JD-R model is that some employees will 
experience job stress in conditions of high job demands, and low 
job resources (Bakker & Demerouti, 2007). While job demands can 
adversely aff ect employees’ health, resulting in burnout, job resources 
play a crucial role in boosting their motivation, through engagement 
(Schaufeli & Bakker, 2010). With the recent increasing use of the JD-R 
model among job stress scholars (Demerouti, Bakker, Nachreiner & 
Schaufeli, 2001; Lewig et al., 2007; Llorens et al., 2006), the question 
is whether the common variables in the JD-R model that had their 
origins in Western formulations are applicable in developing 
countries. For example, while job control is regarded as job resource 
in most JD-R studies it is apparently not important in some cultures 
such as in China (see Nauta, Liu & Li, 2010), and certain aspects of job 
demands could be perceived diff erently for employees outside the 
Western context (Burke & El-Kot, 2010). Due to such inconsistencies, 
Duraisingam and Dollard (2005) for example, urged for the need to 
fi nd out specifi c job demand and job resource variables for developing 
countries. 

Method

Design

In this study, we used focus groups. The advantage of using this 
method is that it allows the researcher to gain insights into people’s 
knowledge and their employment experiences. For these reasons, 
this study used qualitative data, based on the focus group method to 
discover and gauge employees’ own experiences of the demands and 
resources in their workplace.

Participants

Samples were chosen through purposive and professional 
networking (see Idris, Dollard & Winefi eld 2010; Kinman & Jones, 
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2005). Participants were selected from various organisations that 
represented a wide range of businesses and occupations. To ensure 
that our research sampling represented a range of occupations, we 
tried to contact as many participants as possible, from diff erent 
organisations (i.e. oil and gas, manufacturing, media, university, 
school, hospital, construction, services etc).  Thirty-fi ve respondents 
were fi rst approached by phone, and if available, were then contacted 
via e-mail to brief them about the research. In some cases, if the 
contacted respondents were unable to participate, we also asked 
them if they could suggest work colleagues or others who were in a 
similar position to them. We also asked them whether they worked 
in managerial or non-managerial positions. From the 35 people 
contacted, only 20 were willing to participate in our study. However, 
on the date when the focus group sessions were conducted, only 
13 participants att ended the sessions. We considered the nature of 
power distance (Hofstede, 1994) in the Malaysian workplace that 
may impede interaction between managers’ and non-managers’ 
discussions. Therefore, we used separate focus groups consisting of 
people at the managerial level and the non-managerial level.  The 
separation between the groups could enhance our understanding of 
the similarities and diff erences in the perceptions of demands and 
resources between the employees who are involved in managerial 
tasks and non-managerial duties. Two focus groups were formed; 
managerial level (N = 6) and non-managerial level (N = 7) who worked 
in various occupations.

Procedure

Each focus group discussion was facilitated by a group leader (i.e. 
research assistant) and the discussion lasted approximately 180 
minutes for the manager group, while the non-manager group’s 
discussion lasted 150 minutes. Both discussions were recorded 
with the participants’ consent. At the beginning of each session, the 
moderator briefed the groups about the reasons for the study, and 
group members were encouraged to express their opinions freely 
about their experiences, knowledge and any related issues about their 
jobs. Participant information forms were also distributed to them to 
explain the nature of the focus group and the aims of the study. When 
all participants agreed to participate in the research, the consent forms 
were disseminated to all participants. The moderator’s role was to 
encourage special issues that occurred during the session, or monitor 
any unnecessary dialogue that may have risen. After discussion, each 
group member received a nominal fee, and group leaders expressed 
their appreciation for their participation. 
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The discussions were conducted in the Malay language. The questions 
asked were as follows: 

1. What are the most helpful things that ensure your job runs 
eff ectively or smoothly?

2. Would you say that these factors represent ‘job resources’? 
3. What are the factors at work that make you feel stressed? 
4. Would you say these factors represent ‘job demands’ or simply 

the most demanding aspects of your job?
5.  What are the most pleasurable aspects of your work? 

We also had a problem in translating some terminology in the current 
research. Given the lack of a formal translation for the terms ‘job 
demands’ and ‘job resources’ in the Malay language, in the current 
study we interchangeably used Malay and English when discussing 
a term with the participants. We explained to them the closest 
equivalents of ‘job demands’ and ‘job resources’. In general, we used 
‘tuntutan pekerjaan’ for job demands. For job resources, we used 
either ‘pendorong pekerjaan’ or ‘penggalak pekerjaan’ both of which 
represent a close meaning to ‘job resources’. 

Analysis Strategy

Coding themes in our analysis were based on themes that had been 
published in previous JD-R studies (Bakker, Demerouti, de Boer & 
Schaufeli, 2003; Bakker et al., 2005; Bakker, Demerouti & Schaufeli, 
2003; Bakker, Demerouti, Taris, Schaufeli & Schreurs, 2003; 
Bakker et al. 2007; Demerouti et al., 2000; Demerouti et al., 2001; 
Hakanen, Bakker & Demerouti, 2005; Hakanen, Bakker & Schaufeli, 
2006; Llorens et al., 2006; Mauno, Kinnunen & Ruokolainen, 2007; 
Schaufeli, & Bakker, 2004; Xanthopoulou et al., 2007). We fi rst 
transcribed interviews verbatim from tape recordings. A content 
analysis was  conducted to identify the main themes that emerged 
during the interviews (K inman & Jones, 2005). Data analysis was 
performed by the fi rst author. Standards of analysis were used in 
accordance with Kvale (1996): to avoid bias in the interpretation of 
data, we engaged another scholar who was familiar with job stress 
in Malaysia to validate our analysis.  Following separate analyses, 
themes were matched and in case of any disagreement between the 
themes arising, the fi rst author made an adjustment to ensure that 
there was consensus on themes. 

Using this method, we categorised job demads and resources themes 
as they emerged in our study. However, we created new themes 
for those arising in our analysis but not occurring in previous JD-R 
studies. 
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Results and Discussion

What are Job Demands for Malaysian Employees?

Although employees may describe their work experiences and nature 
of job stress from their own perspectives (Kinman & Jones, 2005), at 
the fi rst level of analysis, our focus group participants revealed that 
job demands were conceived similarly among Malaysian employees 
as the were in the West. In general, most participants highlighted the 
familiar job demads variables discussed in the Western literature. 
This could refl ect the idea that globalisation and the changing nature 
of work have infl uenced employees in their work sett ings in both 
developed and developing countries (Sauter & Murphy, 2003). 

As illustrated in Table 1, from a total of 69 statements recorded for our 
analysis, we found that deadlines are described as the most common 
job demand in the workplace (12 statements). One publishing 
company worker said: “In my fi eld, the most stressful part in my job is 
the deadline. Deadline is the word that is always said by my boss by hook 
or by crook’ I must fi nish my tasks”. Similarly another respondent who 
worked as a newspaper reporter said: “As I have fi nished my assignment 
[fi eld work], then within 1 hour I must complete my story. Then we have a 
meeting to discuss tomorrow’s deadline, but at the same time I also need to 
make amendments to my current story as suggested in the meeting. Then 
my boss pushes for pictures to be inserted. Deadlines again. I face a similar 
process on every work day”. Another respondent who worked in the 
construction sector said: “In my job, we always try to compete with tender 
jobs.  Although we know the submission date exactly, sometimes it will not 
always happen. For example, during the last month, we were informed only 
one day before the deadline for tender submission”.   

Interestingly, organizational politics emerged in our analysis as a job 
demand. Some previous JD-R studies have not included organizational 
politics in their investigations. One respondent stressed his opinion: 
“What I see, in Malaysia [workplaces] now is very political. Peer politics. 
This is very annoying. When you meet someone at certain events, they will 
ask you, ‘how is your [organizational] politics?” Because organizational 
politics are sometimes perceived as unfair threats to employees (Ferris 
& Kachmar, 1992; Vigoda, 2002), respondents also mentioned this 
situation in their organization. One female manager indicated: “What 
I experienced, when someone [from a particular ethnic background] was 
appointed as a manager, they will favour their own ethnic group employees 
rather than others. Even if their subordinates [from the same ethnic group] 
failed to complete tasks, that is still okay”. Another respondent shared 
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this experience in the workplace: “In the past, when I worked for one 
company owned by [ethnicity], I think I have learned more. But when I 
worked for [another ethnicity], I think they play a lot of political games. 
Before I could go to bed and sleep easily, but now I have problems [thinking 
about organizational politics]’.

Table 1

Job Demands at Work

Demands Number of Statements

Deadlines 12
Organizational politics 6
Bureaucracy /red tape 5
Expectations of others 5
Litt le support 5
Dealing with clients/customers 4
Workload 4
Litt le feedback 3
Role confl ict 3
Unclear goals 3
Fast pace 2
Job security 2
Dealing with diffi  cult people 2
Problems with tools/information technology 2
Organizational culture 2
New performance system 1
Supervision/leadership 1
Communication problems 1
Others

Individual factors/personality 6
Work-family confl icts 1
Lack of recognition 1
Total 69

Respondents also mentioned that bureaucratic issues are part of 
the demands of their job. So far, in our review of the most recent 
Western articles that focused on the JD-R model, this aspect was not 
reported (Bakker et al., 2003; Bakker et al., 2005; Bakker, Demerouti & 
Schaufeli, 2003; Bakker et al., 2003; Bakker et al., 2007; Demerouti et 
al., 2000; Demerouti et al., 2001; Hakanen et al., 2005; Hakanen et al., 
2006; Llorens et al., 2006; Mauno et al., 2007; Schaufeli & Bakker, 2004; 
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Xanthopoulou et al., 2007). One offi  cer who worked for a government 
agency noted: “For me, all of these [bureaucratic issues] are part of my 
job demands. I can’t distance myself from these because the government 
has many policies and departments. I’m lucky because I work in a technical 
department. If not, I’m sure that I could face a lot of these hindrances”. One 
manager who worked in one public sector department stressed: “I 
agree that stress occurs in all work places. However, in the government 
agencies, we can’t say that because their system [bureaucratic] is bad; we 
have the option to choose another system. In fact, the system is there and was 
decided by policy makers. Whether we feel stressed or not, we need to face this 
fact. What we can do only is to adapt to the stress”.

Bureaucratic problems not only occurred in the public sector but in 
the private sector as well. One manager who worked for a multi-
national fi rm said: “Bureaucratic issues are a problem in organizations. 
A very simple thing sometimes becomes complicated because of bureaucracy 
and red tape. It is unnecessary stress and leads to real stress”.

Another important aspect that was perceived as a job demand was 
the level of expectation of others, whether from one’s supervisor, 
co-workers or subordinates. One female manager expressed this 
opinion: “Sometimes we feel trapped by other people’s expectations. We 
may have performed our work well but we wonder if we have done the right 
thing”.  Another manager shared his experience of when he had 
worked abroad: “When I was in Germany as a project leader, and worked 
with some workers from Italy and France, all of them reported to me. I felt 
stress about whether I could perform”. Another respondent remarked: 
“As a manager, I have superiors and sub-ordinates. I feel stress about what 
my supervisor’s expectations are, and at the same time I am also thinking 
about my subordinates’ expectations”.

Low or litt le support also emerged in our study. One respondent said: 
“To accomplish tasks we actually need support from others. But if we have 
a problem with support, I think we will fail to deliver the tasks”.  In such 
cases, low levels of support combined with lack of recognition created 
more complicated working conditions. For example, one respondent 
remarked about her experience at work: “I feel stressed when other 
people don’t want to appreciate our work. Of course, I don’t expect their nice 
words. Yet sometimes they criticize my work. They don’t want to share their 
experiences and knowledge. That makes me feel unmotivated”.  

Other demands reported in our study include workload and dealing 
with clients/customers. These particular aspects have been discussed 
extensively in previous studies (Bakker et al., 2003). In conclusion, 
job demands as described by our respondents are more associated 
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with the work context and group dynamics in the workplace. Unlike 
deadlines and support, organizational politics, other people’s 
expectations and bureaucracy have rarely been discussed in previous 
research using the JD-R model. However, scholars of job stress have 
found that organizational politics and bureaucracy are associated 
with poor performance among employees (Wallace, Edwards, Arnold, 
Frazier & Finch, 2009) and act as stressors in the workplace (Vigoda, 
2000, 2002). In combination they were identifi ed as hindrance stressor 
problems (e.g. Wallace et al., 2009).

Job Resources: How Were They Perceived?

Job resources play important roles in energising employees’ 
motivation. As indicated in Table 2, our analysis found that the most 
important job resource among the respondents was related to social 
support.  From a total of 36 statements made, 12 statements discussed 
the importance of social support. 

One respondent expressed his opinion about the importance of 
support: “The manager is actually a middleman. We get directions from the 
top management; we pass it on to the sub-ordinates. If we don’t have enough 
support, we can get nothing done”. Another respondent said: “Even if 
we have a strong information technology system, if we don’t have support 
from others; we are unable to perform eff ectively. Both advanced systems 
and team work complement each other”.  One female worker remarked: 
“As a publication worker, the most important things that make my job run 
smoothly are that I have a group of supportive people, a good editor, an 
excellent publisher, and an  artist who delivers on time. If all of them could 
not meet deadlines, it would make my job much harder”.

Table 2

Job Resources at Work

Job Resources Number of Statements

Social support 12

Knowledge 4

Management quality 4

Information communication technology 3

Experience 2

Networking 2

(continued)
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Job Resources Number of Statements

Finance/salary 2

Family 2

Job control/Autonomy 1

Clear goals 1

Career development 1

Feedback 1

Love own job 1

Religious 1

Total 37

Besides the importance of support, management quality also played 
a crucial role as a job resource. One respondent made the following 
statement: “I can perform work well if I work in a well organized environment. 
I can do my job if no one disturbs me. Sometimes my job is interrupted 
by subordinates, sometimes by superiors. So, I think management should 
ensure everything is well organised.” Another respondent indicated: 
“Everything must be in order. The system must operate in an appropriate 
way, authority, workfl ow, guidelines, and team work and so on.” In the 
modern workplace, information technologies have been emphasised 
as a crucial aspect of work. One respondent indicated that: “In the 
current working environment, we are no longer depending on old fi ling 
systems. We need a current information technology system.” Another 
respondent expressed the need for information technologies as part 
of work in an increasingly competitive world. He said: “For me, to 
ensure that I am up-to-date with the knowledge, I must obtain help from 
people who work on websites. This helps me to improve my job”. One 
tutor who worked at a university expressed her opinion: “I’m very 
particular about computer facilities.  I am very demanding regarding the 
latest technology. If it is not provided, it will make me stressed.”

Interestingly, although some previous JD-R studies emphasised job 
control as part of job resources, this study found that Malaysian 
employees did not mention this variable as much as Western workers 
did. In our recent study (Idris, Dollard & Winefi eld, 2010), we also 
found a similar trend when Malaysian respondents did not draw 
att ention to this theme. We can assume that in a collective society 
where the power distance (Hofstede, 1994) is very wide between the 
executives and the employees, people might not be concerned about 
exerting control over their own jobs. 
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In conclusion, we found both similarities and diff erences regarding 
job demands and resources perceived by Malaysian employees as 
compared to Western employees. We found that, while some job 
demands are coherent with the JD-R model (i.e. deadlines), Malaysian 
employees also identify some job demands not referred to in previous 
Western studies (i.e. organisation politics). We found however, that 
for job resource variables, there were not many diff erences from the 
Western literature. Our fi ndings could imply that each country has 
its own unique job characteristics, and not all conform to the Western 
stereotype. 

Workplace is Not Only an Evil. What Did They Say?

Jobs do not always create problems for employees, but work also 
has meaning for employees (Van den Broeck et al., 2010). In this 
study, participants described various aspects that might be valuable 
for them. As indicated in Table 3, job challenges and exploring new 
things were reported as beautiful things at work. One respondent 
described his experience as follows "For me, if we feel engaged with our 
job, we are no longer concerned with the fi nancial aspect, or benefi ts. The 
most important things are to prove our potential. I am even able to deal with 
a big project alone...". Another participant said: "For me, I am very excited 
if I can achieve my work target...able to complete my task within a deadline". 
One newspaper reporter told his experience: "For me, although I know 
that my job is very demanding, sometimes I need to work until midnight. 
Sometimes my supervisor calls me to meet someone, although we know that 
person might be sleeping at that time. Sometime, he asks me to fi nd a story at 
10:00 pm, and the deadline is at 12 o’clock at midnight. But, if I am able to 
achieve a target, it is very amazing for me."

Exploring new things is also described as one of the pleasurable 
experiences in the workplace. One manager said: ‘Before this I worked 
in the Accounting Department, and then I moved to the Information 
Technology section. Although I found it diffi  cult the fi rst time, now I feel 
happy to get new knowledge’. Another respondent, said: "I worked for 
a private company. Before this I worked as a planner, but now as a QS 
(Quantity Surveyor). I feel sometimes going to work is like going to school. 
We are able to learn new things, share experiences with a new boss. For me, 
this is a great thing that I have gained from the work."

Internal satisfaction or att achment to the job was also one of the 
important factors that made employees feel happy with their jobs. 
One participant said: "For me, people feel engaged with their jobs because 
they get satisfaction from their jobs. For example, teachers...if they work 
because of money, they only deliver what is described in their job description. 
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But, if they have interest in their job...feel responsible...I think this is the best 
way." Another participant said: "If you ask me what is pleasurable..I have 
already worked for more than 10 years. I recognised that...I love this job. I 
feel engaged and more responsible. Every time, when I am preparing to go 
home...I think what I should do tomorrow. That’s why I have never changed 
my job." 

Table 3

Pleasurable Aspects at Work

Pleasurable aspects at work Number of Statements

Job challenging 11

Explore new things 10

Internal satisfaction 8

Financial 7

Appreciation by others 5

Job control 3

Conducive working environment 3

Total 47

Financial benefi ts were also acknowledged as one of the pleasurable 
things in the workplace.  One participant, clearly indicated: "The 
fi rst thing...the rule of thumb...is money." Another participant gave a 
good example of how money motivated people at work. She said: "I 
think fi nancial reward is important. If you ask the fresh graduates who are 
currently working, whether they are happy or not...I think they will say that 
they are not happy. This is because what they want is only money. They are 
driven by money. Pleasure will only come after they are satisfi ed with their 
fi nancial income." 

Participants also stressed the importance of appreciation of others as 
part of job pleasure. One respondent said: “Once we deliver our job, 
and my boss is happy and satisfi ed with what I have done...for me, this is 
pleasurable."  

Conclusion

Our study found that deadlines, organizational politics and 
bureaucratic issues are typical job demands of the Malaysian 
workplace. Achieving a deadline is a common job demand for every 
modern workplace in both developed countries and developing 
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countries. However, organizational politics and bureaucratic issues 
have not been discussed in depth, if at all, by scholars who use the 
JD-R model as their framework for studying job stress. 

In Malaysia’s context, organizational politics has an impact on job 
stress as has been demonstrated in previous research (Poon, 2003). At 
the international level, Vigoda (2002) for example, has summarised the 
association between organizational politics and negative emotions in 
the workplace (job anxiety, job stress, job tension) and organizational 
politics has a positive relationship with these domains. Job stress also 
emerged as a mediator between organizational politics and aggressive 
behaviour in the workplace. However, since organizational politics 
has still not been extensively examined from the JD-R perspective, 
our study is a preliminary study that requires further investigation

Bureaucracy also emerged in our study. Since our study did not 
focus on the antecedents of these particular issues, we do not really 
know what factors have contributed to this situation. However, 
since Malaysia is a country that well demonstrates power distance 
and social collectiveness (Hofstede, 1994), we can assume that these 
factors have also indirectly contributed to bureaucracy and ‘red tape’ 
in Malaysian workplaces. In a recent study, Wallace et al. (2009) 
found that bureaucracy and red tape caused problems regarding 
organizational performance. 

We see that job demands and working conditions have cultural 
implications. Most common job stressors as reported in Western 
literature (i.e. deadlines, workload) are always regarded as major 
contributors to employees’ strain (Karasek, 1979). However, the current 
study found that Malaysian employees have a diff erent perception on 
factors that contribute to their stress, such as organizational politics 
and bureaucracy that occur in the workplace. Although scholars are 
agreed that organisational politics and bureaucracy could lead to 
job stress (Poon, 2003; Vigoda, 2002; Wallace et al., 2009) and aff ect 
employees’ performance, so far these factors have not been studied 
in the JD-R framework. Our fi ndings which suggest that diff erent 
cultures and countries have their own specifi c perceptions of what 
is regarded as a workplace stressor (Glazer & Gyurak, 2008; Lu, Seng 
& Cooper, 1999), could provide insight into working conditions in 
Muslim developing countries. For example, while favouritism is 
something that is unacceptable in the Western workplace, in some 
developing countries and collective cultures, favouritism is regarded 
as a normal practice (Ali, 2010).
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Participants also perceive their jobs in several ways. Being an 
employed worker confronted them with challenges, learn new 
things and satisfy their internal needs. Thus, we see that although 
employees described several factors that contributed to job stress (i.e. 
job demands), and aspects that buff er the impact of job demands (i.e. 
job resources), employees also indicated the aspect of their jobs that 
related to their needs.

Limitations

Although using a qualitative study enhances our understanding 
of employees’ experience of job stress, some limitations should be 
acknowledged. The current study only utilized a small group of 
participants (e.g. two groups) comprising managerial and non-
managerial staff . We also only covered a few types of occupations. 
It would have been bett er if the study had used more participants, 
as well as a greater range of occupations. We found it diffi  cult to get 
more participants to participate in the study as in Malay culture, 
people are not too willing to express their problems due to ‘malu’ 
or ‘ashamed personality’ (Goddard, 1996). However, Berland, Natvig 
and Giunderson (2008) only used a small number of participants and 
nonetheless found that they were able to describe the nature of job 
stress.

We also had a problem in translating some terminology in the 
current research. So far, no study using the JD-R model has been 
conducted in Malaysia. Job resources when translated into the Malay 
language (sumber pekerjaan), does not refl ect job resources as defi ned 
in Western terminology. A very close meaning for ‘job resources’ in 
Malay terminology is ‘job support’ or ‘sokongan pekerjaan’. Job support 
however has a diff erent meaning. Due to the fact that there are no 
exact words to explain the job resources, in the current study, fi rst we 
explained to the participants how we defi ne ‘job resources’. We gave 
them a few examples before discussing their att itudes to job resources.

Future Research 

Future research should use a large sample in order to enhance the 
external validity of the fi ndings. Researchers should also consider 
testing factors associated with job demands and resources by using 
a diff erent methodology (i.e. survey). The eff ects of deadlines, 
organizational politics or social support on employees’ psychological 
health erosion (i.e. burnout) or motivational pathways (i.e. work 
engagement) as proposed by the JD-R model (Bakker & Demerouti, 
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2004) may contribute to bett er explanations. In addition, using a 
comparison study with other cultures or countries would also be 
helpful to determine whether any boundary conditions limited the 
current fi ndings. 
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