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CHAPTER §

DISCUSSIONS AND CONCLUSIONS

recommendations based on the findings. It also discusses some of the limitations of this study and

makes suggestions for future research.

5.1 Findings And Discussions

The findings of this study are organized into seven areas of discussion following the

research questions as outlined in Chapter 1 and are as follows:

1.

2

Level of occupational stress

Occupational stressors

. Occupational stress responses

 Differences between administrators placed in central adrinistration and non certrl

administration

Differences among administrators with less than ten years, ten to nineteen years, and more

than nineteen years of service



134

7. Differences among administrators with less than six staff, six to fifteen staff, and more than

fifteen staff to control.
5.1.1 Level Of Occupational Stress

The administrators of the University of Malaya represent the skeleton of the organization.
They form a vital part of the whole body to ensure that the system is running smoothly. Thus their
stress levels have some effect on how well the organization is. The self-rated occupational stress
level experienced by the Principal Assistant Registrars and the Assistant Registrars shows that 3.3%

experienced no stress, 19.7% low stress, 54. 1% moderate stress and 23% high stress.

thmnaqmnaofﬂmMMONexpeﬁencinglﬂghstr&, it can be seen that the
stress situation is alarming. Moreover 54.1% indicate experiencing moderate level of stress. This
figure shows that stressispmvalanmmngtheurﬁversityadrrdxﬁsuatomandtMﬁn&ngisinﬁne
with the findings of Dua (1994) on 275 administrators of The University of New England in
Australia where 75.7 % of these administrators are suffering from medium or high stress. If the
ﬁndingsofthepresemsmdyistobecomparedtomesmdybyDua(l994), it looks like more
administrators of University of Malaya (23%) are experiencing high stress as compared to that of

the University of New England (13.1%).

Job stress is associated with high cholesterol levels, increased heart rate, and other negative
effects on the body (Matteson and Tvancevich, 1982). High stress can lead to burnout or the final

stageofachausﬁonintheGmalAdaptaﬁonSyndrom. T‘rmsthetﬁghstmsasexpeﬁencedby
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23% is unhealthy to the individuals themselves and to the organization. Even the 54.1% who
experience moderate occupational stress presents a case for concern. Health is affected if one is
subjected to a prolonged, unrelieved state of stress. This 54.1% of administrators are experiencing

continuous, unrelieved stress and the human body cannot handle stress of continuous, low grade

nature without affecting its health (Albercht, 1979).

Baharudin Ishak (1991) has emphasized that "the most critical success factor of an
organization is its people" (Baharudin, 1991, p.10). The success or failure of the administrative
machinery depends on the stress level and work orientation of this group of administrators.
Stressful administrators hinder the proper running of the university, slow down the work process,
increase bureaucratic red tape, and cause frustration and stress to other groups in the university.

Therefore the very success or failure of the university depends on the condition of this group.

While University of Malaya is supplying and training adnmﬁsu‘atori‘% for the labour market, it
cannot afford to neglect its own administrators without affecting its image as an institution of

training and learning. Thereforeitcallsforsomeconcemandacﬁononthepartofthe

management.

Stress management is of pertinent significance to the management of the University of
Malaya in the lightofitsplanstocorporatisetheUniversity. An already stressed out group of
personnel cannot do much to assist in any ambitious plan, more so to frustrate it. Stress
management is viewed by many to be the staff’s own respo ibility. However the need for stress

management appears when administrators are unable to cope, amdous and suffering from



136

symptoms of physical and mental il health and performing badly in their tasks and interpersonal

relationships.

5.1.2 Occupational Stressors

The four broad group of stressors that are arranged in order of their rank of importance are
that of career stressors, job streessors, organizational stressors, and group stressors. From the
findings, it appears that career development is a major stressor among the administrators.
Underpromotion, status incongruence, thwarted ambition are career stressors which not only cause
occupational stress but also job dissatisfaction (Yates, 1979). Promotional lag was found to be
significantly related to psychiatric illness in a study by Arthur and Gunderson (in Marshall, 1979).
According to Professor M.P. Deva, 10% of Malaysians are mentally ill and mental illness is soon to
be the second largest factor that contributes to economic decline (The Star, 22 October, 1966).

Thereforecareersumsorsmchasthatofpmmﬁomllagnmybmgabouteconomicdeclineinthe

organization.

Job stressors (which consist of role ambiguity, role conflict, work overload, work
underload, responsibility for people, time pressure, and working conditions) rank second in
hnponancemdmmngathemmehnpommjobsuwommdmdmpondbﬂiwforpwple
where60.6%areinthehighmddangerousmesszone,andtimepresmrewmso.S%areinthe

high and dangerous stress zone.
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Among the job stressors, responsibility for people is the most serious stressor as 31.1% are
in the high stress zone and 29.5% are in the dangerous stress zone. This study shows that
responsibility for people faces greater level of stress and is in line with the findings of Crump;

Kroes; and Otway and Misenta (Cooper and Davidson, 1987).

Time pressure is the other serious stressor as 26.2% are in the high stress zone and 24.6%
are in the dangerous stress zone. The effects of time pressure on the body are harmful as a study by
Friedman (Kasl, 1978) found that the cholesterol level goes up and blood coagulation is accelerated
when deadlines approaches and both the cholesterol level and blood coagulation go back to normal
only after two months after the deadline. Therefore, administrators who always face time pressure
strws,wpeciallythe50.8%whoareinthelﬁghanddmgcrouszonesnmyalwayshavethe
cholesterol level and bloo;i coagulation up, which can lead them to suffer from coronary heart
disease. Research by Magnus, Matroos and Strackel, 1983 (Byrne and Byrne, 1991) found that

time pressure is positively associated with coronary heart disease.

Working conditions caused 18% of the administrators to be on high stress. Common
complaints on the work conditions in the University of Malaya include those of crowded office
conditions, temperature being too cold or t00 hot, noisy environment caused by the printer or
photostatingnmchineplacedtoonw,andpoorqualityandquantityoffoodservedinthecanteen
Heatstressislmowntoaﬂ‘wtﬂwcogrﬁﬁvemdphysicdpafommceasdiscovered in a study by
Lindstrom and Mantysalo (1987) which shows that task performance varies at different
temperatures and in tasks requiring good concentration and clear thinking, performance

deteriorates even in conditions of moderate heat or low temperature. Noisy environment causes



138

fatigue as shown in a study by Gulian (1974). With the noise and the heat stress, it is not surprising
when this study shows that 32.8% occassionally, 34.4% sometimes and 4.9% often have trouble
concentrating in their work. Corlett (1981) shows that workers can adjust to poor working
conditions but it is at the expense of lowered productivity. Thus it is not surprising that 45.9%
occassionally, 24.6% sometimes and 3.3% often experienced a decrease in job performance in this

study.

Role conflict is another common stressor among the administrators as 32.8% are in the high
and dangerous stress zones and 57 4% in the moderate stress zone. The administrators fall into the
group of workers which are more prone to role conflict according to studies done by Cooper and
Marshall (1976) and Shirom and co-researchers (Cooper, 1981) and the present study where over
90 % are in the moderate, highanddangerousmwmconﬁmmthe&ﬁingsofﬂwabovetwo
studies. Role conflict is known to produce various kinds of emotional turmoil such as amxiety,
tension,ﬁustraﬁommdamseofﬁxﬁlity(l(almetal. l964)andthereforeisharmfultothe

administrators.

RoleunbiguﬁyisdsoadisumbingwmrmmngmaMRegimmofﬂwUm«sity of
Malaya as 45.8% have moderate stress, 19.7% high stress and 9.9% dangerous stress. Assistant
Regisuamﬁnditstrasﬁnwhmﬂwymfacedwithalackofclwideaastoﬁwscopeand
responsibilities of their jobs, bothered about the evaluation of others, cannot get information
required to do. their job, do not have enough information about their advancement opportunities
and are uncertain about how higher officers evaluated them. However role ambiguity is to some

extent unavoidable as University of Malaya grows in size, complexity and changes. Several studies
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(Latack, 1981) have found that role ambiguity is positively associated with job dissatisfaction,
anxiety, boredom, tension, physical stress symtoms and propensity to leave and negatively

associated with job performance.

Work overload caused 65.6% of the respondents to experience moderate stress, 11.5%
high stress and 14.7% dangerous stress. This finding shows that work overload is affecting more
than three quarters of the Assistant Registrars and is serious as it is found to be associated with
certain behavioural malfunctions such as lowered seif-esteem, low work motivation, and work

absertteeism as confirmed by four major studies (Cooper and Davidson, 1987).

Organizational stressors are third in ranking of importance of which the more important
ones are administrative policies where 45.9% are in the high and dangerous stress zones and change
where 44.2% are in the high and dangerous stress zones. Administrative policies represent the
most serious of the organizational stressors as 45.9% are in the high and dangerous stress zones
and 47.5% are in the moderate stress zone. Administrative policies as a stressor can be divided into
policy on work assignments, procedures, and personal conduct, and backing on matters of
importance from the immediate officer.

Change is causing 44.2% to experience high or dangerous stress and 45.9% to experience
moderate stress. It is not surprising that change has caused such levels of stress as University of
Malaya has seen some major changes recently, such as the creation of new administrative units
headed by academicians, Perhaps the most major change is that of the pending corporatization of
the University of Malaya.
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The present study shows 36.1% experiencing high or dangerous stress and 54.1%
experiencing moderate stress on structure. Structure is therefore an important stressor to the
administrators of University of Malaya. Teritory is another stressor that is causing 60.7% in the
moderate stress zone, 18% in the high stress zone, and 1.6% in the dangerous stress zone. Though
itisnotaswvaeasheaﬂi«ﬂmmorgmﬁmﬁonals&wsomitissﬁnsuwsﬁﬂuMwmedid
action is taken by the management. The last of organizational stressor is that of leadership where
the majority of 44.2% are facing low stress, 39.4% are facing moderate stress and 16.4% are facing

high or dangerous stress. Therefore, leadership as a stressor does not appear to cause much stress.

Thelastinimportameisﬁmtofgroupstressorsanditdo&appwﬁmmrelaﬁonslﬂps
are tolerable in the university's circle. The majority of the respondents face either low or moderate
stress as far as group stressors are concerned. The most serious of the group stressors is that of
inadequate group support where 13.1% arefncingeitherhighordmga‘oussuuswithM.B%in
the moderate stress zone and 42.6% in the low stress zone. The administrators are quite a closely
kn'rtgroupasmostofthcmlmvebeencolleaguesforyw!h'nﬂwclosesewiceofttwmﬁversity.
This may be one of the reasons for the group stressors to be low in rank. However competition for
promotionand'otherbmeﬁtsmaywmerivalrymdlackofmppmfromsomeofthe

administrators.
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5.1.3 Occupational Stress Responses

Stress has affected the administrators cognitively as 4.9% are thinking stressfully and
60.7% are experiencing some negative thoughts though not yet serious. This means that stress has
most affected the thoughts of respondents rather than the health or behaviour of the respondents.
The thinking process may ultimatety affect other aspects of the administrators. The overall

cognitive stress response of the administrators is a telltale sign of stress in the occupational arena.

The study shows that 32.8% are moderate and 4.9% are high in their physical stress
response. The more common physical stress responses are that of headache of which the mean is
2.48, dizziness of which the mean is 2 and lack of energy of which the mean is 2.34. Stress has
causedsomeofthescphysicalrmponsawtﬂchsignlﬂwmﬂmﬂlym‘esssinmﬁonofme

occupation.

Behaviour stress response is the most uncommon form of stress reaction as only 34.4%
have moderate behaviour stress response while 65.6% are low in behaviour stress response. While
behaviours&usmponseisnotasconmonascogxﬂtiveandphysicalstressmponsa,itisstill
pmdudngnegnﬁveeﬁ'ectsontheproducﬁvityofﬂwad:mﬁstmtors. These three responses are

indicating stress in the organization.

In conclusion and as suggested by Tinning and Spry (1981), a stressful administrator may:
1.BeoomephysicaﬂyﬂLifthephysicdsUessmsponseescﬂatahﬂodiM

2. Develop a psychological illness if his cognitive stress response is dangerously high,
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3. Adopt a socially deviant behavior, or act out his symptoms by absentism, aggression,

lateness, or accidents for if he is high on behaviour stress response,

4. Regain the ability to cope through his own efforts or through some external assistance.
Therefore, occupational stress has to be properly managed by the individual himself or by other
intervention of which the organization has the main responsibility. Various stress management
approaches, such as counseling, training and exercises can help to decrease the stress level which

ultimately decrease the various stress responses.

5.1.4 Differences Between Principal Assistant Registrars And Assistant Registrars

Thediﬁ'emwm&wmlwdbetwedendpdAssimRngimnandAssistmt
Registrars were found to be significant at 0.05 level of significance. The study shows 45.5% of
Pﬁmwmmwmm?ﬁofmmmmsmmmmwmpaﬁoml
stress group. Ttmbetwemtlntwosl’oups,morePrincipalAssistMnRegimmapaimced
higher stress than Assistant Registrars. On the other hand, it was found that more Assistant
Registrars(26%)ascomparedtoPrincipdAssistantRzgim(9.l %) experienced no or low

stress.

PdndpdAsdstmnRegimmoowpyanﬂddlcpodﬁmmmoadnﬁtﬁmaﬁvemumm
mtherefomsandwichedbetwmﬂ\etopmmgmumdmelow«gmupofsuﬁi This middle

position in the administrative structure has somewhat contributed to the higher stress level. The
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stressful situation experienced by those in the middle administrative structure is also supported by a

study by Dua (1994) on the administrative staff of the University of New England.

The t-test comparison shows that Principal Assistant Registrars and the Assistant Registrars
do not face different organizational stressors, career stréssors and group stressors. However other
than time pressure, the rest of the job stressors are the same for both the groups. There is a
significant difference between Principal Assistant Registrars and Assistant Registrars in time

presmreasasueswr,mmpalmsistammgimfadngmomﬁmeprme.

The delicate middle position of Principal Assistant Registrars subjects them to more time
pfcssureastheyreceivcordersanddeadﬁxm&omthetopmmgemetltandcompﬁmnsfromthe
lower staff for the rushed work. Principal Assistant Regjstrars are responsible for the work of their
departments and may feel more time pressure in the completion of work of others in their
departments. Moreover with frequent meetings to attend, this leaves them very little time to

complete their own work.

The t-test shows that the cognitive, physicalandbehavioural stress responses between the
two groupsaronotsig:ﬁﬁcmﬂydiﬁ'erent. PrincipalAssistantRegisu'arsandAssiswnRegisnm
arcallrespondingtosuwirxthesa:neway. Thereforesuusmponswarenotpeculiarofjob
positions but rather of the individuals which was explained by researchers like J.L. Halliday, S.

Grant and E. Rosoff (Rosoff, 1984)thatonemodelsthesignsandsymptomstakenbyfamily

members.
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5.1.5 Differences Between Administrators Placed In Central And Non Central

Administration

The t-test result shows that there is no significant difference in the occupational stress level,

the occupational stressors and the stress responses between those placed in central and non central

administration.

Thus the common complaint of differences in the workload betweeen central and non
central administration is not supported by this study. Neither is the common notion that it is more
suussﬁﬂtoworkmcmmladnmﬁmuﬁonmpponedbytheﬂmingsofﬂﬁsstudy. It appears that
thetwogroupsmdwm;eufarassmsslw&metyp&ofmwmmdmesmssmponses are

concerned.

5.1.6 Differences Among Administrators With Less Than Ten Years, Ten To Nineteen

Years, And More Than Nineteen Years Of Service

Themmhsslwwﬂmmemlwdofthoseamﬂmwatomwhhmmthmmeteenyem
ofmcebdgrﬁﬁwnlydiﬁ'mﬁomad:mmmoﬁwimlmﬂmnwnymofsewice, and also
adrrﬁrﬁsﬂ'atorswithtmto:ﬁneteenymofwvice. Levelofstmsofthosewithmorethan
rﬁnetemywsofserviccistﬁgtwrthantheoﬂlertwogoups,whhﬁxegoupwhhtentonineteen
years of service on a higher level ofstressthanthosew‘rthlessthantm years. These findings show

that as one becomes more senior in the service, one gets more occupational stress. Semor
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administrators are usually given more responsibility as compared to the junior ones and they are

also expected to perform differently. Therefore status incongruence with additional responsibility

and expectation from others add to the stress level as one becomes more senior.

The results show that the more senior the administrator the more stressful the occupation
is. However the oneway ANOVA shows that there is no difference in the organizational, job,
career, and group stressors for these three categories of administrators. Therefore, occupational
stressors do not change as one becomes more sertior in the service. On the other hand, the oneway
ANOVA shows that dmisadiﬁ‘ermhthephysicals&asmponsebetwmadrrﬁrﬁstmtors
with more than nmetecnymofserviceandﬂtosebetwemtentorﬁneteenyears of service. The
more senior group tends to react to stress physically such as becoming sick. This is not surprising
for as one becomes more senior in service, one actually grows older in age. The stress of life has
taken its bearings on the body. Therefore it is easy for stress to respond physically due to the

culrmﬂaﬁveeﬁ'ectsoftbewurandtwofﬁwbody.

Saxon (1993) in his study on educational administrators found that there is significant
difference in tﬁswnplebyyeanofwvicewlﬁleSullivan(1991)inhisstudyonuniversity
employees comprising partly of university administrators found that years of experience do not
affect stress level. Butler (1995), and Dua (1994) in their research on university administrators
found that the younger staff faces more stress than older staff. Dua found the younger staff more

stressful due to working conditions and work politics while the older ‘staff face more stress due to

workload. Thus the various research findings are not consistent.
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5.1.7 Differences Among Administrators With Less Than Six Staff, Six To Fifteen Staff,

And More Than Fifteen Staff To Control

The oneway Anova shows that there is no significant difference in the occupational stress
level, the stressors and the stress respornses among administrators with less than six staff, six to

fifteen staff, and more than fifteen staff to control.

Thcmmberofstaﬁ'thatoneoonu'olshasnobeaﬁngonthemleveL the stressors
encountered, and the stress response. Though responsibility for people is a strong stressor, quantity
doesnotnmter,tlmis,itmakesmdiﬂ’ermcewhetheromismponsibleforsixstaﬂ;orsbcto

fifteen staff or even more.

Thenumberofstaﬁ‘thatoneoonuolsdounotdetanﬁnethelevel of stress in the case of
administrators of the University of Malaya, though research (Cooper and Davidson, 1987) has
conﬁrmedthatresponsibilityforpeopleiswessﬁll, and that those given higher responsibility for
people at work faces greater level of stress related reaction. However in line with the present
ﬁndingthcmearchbyDua(lM)mﬂwUrﬁvasityofEnglmdshowsthmﬁHeismsigniﬁcant

diﬁ'erenoeinﬂnjobmessofmoscwlwwpavisemﬁ'mdﬂmscmdomt.

52 Recommendations

Stress occurs when the work demands outstrip workers capabilities. According to Lazarus

(1966),methreecomponmtsofsuessmttwiduofdanmdsonttwperson,theideaofthe
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appraisal or interpretation to that threat or demand, and the importance of the response to that
person. Stress is therefore very subjective as it depends on the idea of the individual. However to
tackle the stress problem comprehensively, it has to involve both the administrators as individuals

and also the management of University of Malaya as the organization.

§2.1 The Individual Administrators

It is suggested that the 54.1% of the moderately stressed and the 23% of the highly stressed
administrators learn to cope with the work environment. Obviously the cognitive, physical and
behaviomalm&urmponmhavemdimtedﬂmmoughﬂmisacamamoumofwcmﬁxl
coping among some administrators, 65.6% are still on moderate or high cognitive stress, 32.8% are
still on moderate physical stress, and 34.4% are on moderate behavioural stress. Coping with the
joborwithd\eworkmvimmnanismeadapﬁvemponsetoﬂwoompaﬁonalstmsswhichis
intended to eliminate, ametiorate or change the stressors in the job situation or intended to modify

the administrators’ reaction to the stressful job situation in a beneficial way.

There are various methods to cope with occupational stress. While drug therapy is one of
thepossﬂylemahods,itisbettutooopewithstressusingnon—dmgdmpy, Using drugs
continuously to cope with stress leads to other more serious problems. Some of the non-drugs

methods suggested for the administrators are discussed below.
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|. Relaxation
Relaxation and deep breathing are good for calming the nervous system. Relaxation is the
opposite set of physiological changes to that of the fight-or-flight response. It can be elicited by
psychological means. Relaxation can produce higher levels of Natural Killer (NK) cells in the body
which are cells providing important defense against cancer and virus-infected cells, thereby
suggesting that psychosocial factors can significantly enhance the immune function (Kiecolt-Glaser
and Glaser, 1988). Relaxation may counteract the 39.3% of the moderate and high physical stress
response, thereby taking away the headaches, lack of energy, backaches, stomach disorder,

dizziness and other physical symtoms as indicated in Table 4.31.

2. Acupuncture

Acupuncture is recommended as one of the ways to relax the nerves. As noted by
Pestonjee (1992), acupuncture "helps in tranquilisation and psychic elation and allows one to relax
_its clinical success has demonstrated that it has a definite role to play in coping with stress"
(Pestonjee, 1992, p.198). This method has to beusedwithcauﬁonastherenmybeawpuncmrists

whoarenotpropertytminedtoprovidethedmiredeﬂ'ectsandnmyproducemorehnrmthangood,

3..Body Massage
Bodymauagcisahnoamﬁﬁutoawnmcmmmmmdngeﬁ'ectsonthebodymdcan

beusedbyadnﬁrﬁstntorswbomaypreferttﬁsmodeofreluaﬁonto acupuncture.
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4. Exercise
Exercises provide an outlet for pent-up feelings of aggression and hostility. For stressful

administrators exercise may well be their best "medicine"!

5. Counselling

Counselling can reduce the experience of stress by altering the perceptual and cognitive
functioning of the 54.1% moderately stressed and 23% highly stressed administrators. One way is
the elimination of disruptive irrational thought in occupational stress by using the rational emotive
therapy by A. Ellis (Torahim, 1996). Oncedisrupﬁvethougl'usarechaﬂengedandchanged,tlw

accompanying unpleasant emotions and disturbances in behavior are eliminated.

Research suggests altering the cognition leads to useful changes of feelings and behavior
(D. Meichenbaum, 1977 in Beech, 1987). Cognitions which are to change are those of distortion
of reality and they involve the following:

(1) overgeneralization where a conclusion is drawn from relatively few data.

(2) selective abstraction where detail is taken out of context and given undue emphasis.

(3)axbitraryinfermoewhereunwm1ted inferences are drawn from the evidence.

(4) magnification where exaggerated importance is given to an event,

(5)dichdomusdﬁnldngwherewaﬁsarenﬁschsstﬁedbybeh13mashavh13dhe

significance.
(6) personalization where unpleasant events are seen as carrying personal implications when

there is no logical basis.
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6 Social Support

Talking out the problem that is causing the administrator much stress is another way to
reduce the effects of stress. Social support, whether be it from colleagues, their supervising officer,
the lower staff or from family members or friends helps to relieve or reduce the effects of stress.

Research has shown that with a high level of social support, stressors bear no or little effect on

health.

5.2.2 The Organization

University of Malaya as the employing organization can do much to help in the stress
situation of its administrators. Some of the ways in which management can help to improve the

stress situation are discussed below.

1. The Introduction Of Stress Audit
Itismggeaedthntdwmﬁvasitylmdamkesuessauditwlﬁchmeanstostudy
systematically the dominant stressors prevalent in the university with the aim to explore and control
stress. Strmimditshwldlookatasmmyofﬂaevariablesaspossnblewchasthesﬂmsors,
mediating variables like the effects of personality, culture, and contemporary non-work
environment, and the end result variables like the stress reaction. Data can be collected through

questionnaires, or clinical diagnostic interviews.
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2. Changes In The Job Of The Administrators

As one of the stressors is the job itself, it is necessary to look at how to improve the job
elements. It is important to tackle job stressors as job stressor represents the second most
important stressor after career stressor. One is to look at the need for task variety as repetitive
tasks can make the level of administrator's activation falls below his normal level whereby he
experiences negative effects. The findings show that 29.5% are occassionally, another 29.5% are
sometimes, 8.2% are often and 6.6% are frequently bored (Table 4.31). One of the ways to
examine task variety is to enrich the job. However job enrichment can trigger changes in various
areas ofthejobthatmybeoomeasoumeofstress. A change in task, technology, structure or
peoplecanirﬂﬁateaclmngeintlwoﬁm’m'eas. Job enrichment leads to increase in other job
activities, responsibilities, skill or a combination of any of these which make it necessary to increase
the salary of the workers. AssistmRegisumsmouldbenmdetoexpectt}mtanemichedjob leads
to more promotions and higher salaries. To avoid more stress, rewards are necessary while

enriching jobs. Decisions to participate in job enrichment should be voluntary.

Job engineering and job redesign are possible ways to help improve the stress situation.
Occupaﬁonalmisoﬁenanﬁsﬁtbetwemﬂwjobandtlnperwn Therefore job engineering and
job redesign should bedonebymatclﬁngﬂlcworkmdAssimnRzgimfortotaleﬂ'ecﬁveness
mdtlﬁsdepmdsondwneed&valuamﬂbdmvimrﬂpattmofﬂwadnﬁnimatomuweﬂasthe
objectives of University of Malaya. Job engineering involves an integrated socio technical approach

where the job is a merger of the behavioural and the technical aspects.
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Assistant Registrars can be given task autonomy, such as substantial freedom,
independence and discretion in scheduling the work and determining its procedure. Experiencing
responsibility for the job outcome is a valued psychological gain. With task autonomy, some of the

stress connected with structure and administrative policies as stressors will be removed or lessened.

Task feedback in the form of performance appraisal is highly recommended to reduce the
problem of role ambiguity. With task feedback, Assistant Registrars know how they are doing and
what their supervising officers think of their work. Thus administrators placed in faculties or
departments of study shomddbemadeclearwhethertheDeanorDirectorortheRegistraris the
"supervising" officer and the assessment of the administrator concerned should be done by this

"supervising" officer.

Autonomous time structuring is suggested to reduce the effects of time pressure. Time
pressureisaserioussuusorasMJ%areonmoderatestms,26.2°/oareontﬂgl'xsnms,and 24.6%
areondangermsstmsductotimeprwe. Autonomoustimestrucmdnggivaincreased
flexibility to relieve stress from the work situation. More organizations in the West and in Malaysia
have experimented flexible working hours with generally pleasing results. Administrators are
allowedtosctwdlﬂeﬂuﬁworkdayvﬁtlﬁnmesmbﬁdwdﬁnﬁtswmmeyhaveﬁmeforpawnal
errands before and after work. Adnﬁ:ﬂsu'atorswithchild-carerequiremernSﬁnditeasiertoattend
to them. Thmdnwnsequaufeeﬁngsofﬁwdomandmeeﬁnﬁmﬁonofexcmivenmlﬁngmdﬁxm

pressure leads to greater job satisfaction and lower stress levels.
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Task and expectations should be made clear to the administrators to avoid any form of
ambiguity. As ambiguity is common in any big organizations, it takes the conscious efforts of the
management to reduce ambiguity so that the job related tension associated with ambiguity can be
reduced, if not removed. It is suggested that the duties and the role of the administrators be
discussed from time to time between the supervising officer and the administrator concerned. Any

doubts should be given the opportunity to clear during such discussions.

3. Downward Communication

It is also suggested that the chain of command be made clear to the administrators so as to
reduce any form of intrasender conflict. All administrators should only be responsible to one
"supervising” officer. Higher management officers are suggested to go through the "supervising”
officer for jobs which they want the administrator concemned to do. By receiving orders and
directions from only one "supervising" officer, the administrator concerned will face less intrasender

role conflict.

To avoid intersender role conflict, it is suggested that officers who are given responsibility
for people should leam the principles of human resource management and be more understanding

in giving impossible and conflicting demands. Instructions should be clear and can be managed

within the time frame given.

are effective for occupational stress management. It is believed that programmes in stress reduction
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training enable administrators to live life more effectively and to function better on the job. Such
investment in time and resources will show that the university considers occupational health and

well-being to be of importance.

Stress management skills that can be taught to the administrators include relaxation,
meditation, and exercise; self analysis drill; self-management; lifestyle management; discussion of
stress at work such as in the form of group counseting; skills for coping with people such as

assertiveness training and human relations training.

Counsellingmdemployeeassistanoeprogranmmarerecomendedto assist staff who are
facing problems. A study by Hayes and O'Connor has found counseling to be of benefit to stressful

employees of the university.

Providing counselling services will help administrators to reduce stress by cultivating belief
inselﬂdevelopingimwrdimctedpersomﬁty,reducingbﬁnddmgsmnandmltivatingpositive
habits such as exercise. Cmmseﬂhlgisaimedatocwpaﬁomlheahhandmmtalhygimandcanbe
veryuseﬁxlfortlwverymaedadnﬁtﬁsu‘atots. Counsellinghasbeneﬁtsfort}worganizaﬁonin
terms of sustaining productivity, holding down costs of absenteeism and turnover and also in
meeting the social obligations of the university to the society. It is suggested that University of
Malayasetupastaﬁ'counsdﬁngutﬁtasrecommdatedbyAnMAnderwchpon. A full-time
staff counselor or a contractual on-call relationship with one or more professionals can be used to

meet the counselling needs of the administrators.
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The counseling or employee assistance programme unit can contribute in the form of giving
advice, information, and recommendation to the staff and authorities as well as running some of the
health and social activities of the university. The definition of health can be enlarged to cover

spiritual well-being in addition to the physical, mental and social well-being.

This unit can also assist in the dispersal of scientific information on how to face stressors
and reduce stress within the university and outside. A way to disperse such information is through
"Budiman", the official newsletter of University of Malaya. Such information may be in the form of

dietetics, exercise, and meditation.

following:

- A pre-placement examination to assess the psychological tendency of the administrators,
including a review of his psychological history assists in proper placement of an
adxmmstrator Ttﬁscanbedonebyusingmapﬁtudetmandirﬁ'onnationonjob
expectationsalﬁcapacityforoopingwithdanmﬂingwork

-Apaiodicamdnaﬁmdomtogahawithmesmﬁwunsdingmﬁgdmughvaﬁoustuts
such as in the form of questionnaires, for any significant behavioural change and/or
psychological or psychosomatic disorder such as frequent complaints of fatigue or of

mﬁ‘ermg&ommaihmnthathasmorgmﬁcbm;andhﬂﬁaﬁngacﬁmwithﬂnhdpof
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the staff counselors or employee assistance officer to prevent ill-response. Changes
should be recognized at an early stage.

- A programme monitoring the work environment and the stress and health of the
administrators.

- Coordination with other services, management, and labour unions with a view to

prevention.

7. The Organizational Climate

Stress caused by organizational stressors can be reduced if the organizational climate of the
university be further improved. Very often stress arises due to the very formal system which does
not encourage participation and leads to unnecessary alienation and polarization. One of the ways
is to identify the degree of worker identification-alienation, where alienation is associated with
workers openly criticizing the organization, opposing change, and taking little irritation while
identification is taking pride in membership, cooperating in improvements, offering constructive
suggestions and taking initiative. It is suggested that the management works towards workers'
idﬁﬁcaﬂonbyhﬂoduchgpmgamumchuﬂwmmloye«mdstmcepmgummeme
mﬂ‘cmukepddehﬁncaﬁnghmdofthemamgmﬁdﬁuﬁnggmqhnmdaﬁonslﬁp
umngworkmtobuildposiﬁverdaﬁmmhips,opaﬂngnewmdhmmvingold channels of
conmnﬁaﬁon,mdshaﬁnginfommﬁmtodwdopdwworku‘ssemeofidenﬁtywhhﬂw

organization

It is also necessary to examine the extent of labour-management polarization. Union

leaders often see themselves as reacting to the "atrocities" of the top management. Only by making
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themselves more visible, university managers can make themselves more available. A videotape
recording of the Vice chancellor giving the latest news or plans about the university and explaining
new programmes can be played over monitors in cafetarias and other places providing a good way

to increase executive visibility.

It is important to look into the perceived social norms. Top management can tune into
workers' attitudes by using questionaires and informal interviews and by simply opening their eyes

and ears.

8. Stress Reduction Programmes

Some of the stress reduction programnmtlm“nbetakenbymanagememisthat of
introducing compulsory exercise or breathing programmes. Such programmes have already been
implemented abroad, particularly in Japan and in some private or public organizations in Malaysia
and are believed to reapposiﬁveeﬁ'ectsontheworkers. The National Institute of Public
Administration (INTAN) has weekly exercise sessions on Saturdays followed by some form of
socinlworkwchascaringfortheworkcompov.md. Social relationships are built along the way
togetherwiththebeneﬁtSOfﬂ\eexercise. TheexerciseprogranunmmaybeOrgmﬁmdforthe

whole organization weekly before, during or after office hours.

Itismggestedmatammdhoﬁdaysbenmdccomptﬂwrymﬂessthaeisgmdmwnnotto
do so. Psychologist Hugo Munsterberg (Vecchio, 1991) recommended a rest period to solve the
effects of fatigue. Tt is found that most staff of the university do not use their anmual holidays but

save for use in later years. Holidaysmneoasarytounwindtlwbodysystemandtorelax.
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Workers who do not take holidays to do things different from their usual work routines are
depriving themsetves of the much needed rest and relaxation. The compulsory holidays may solve
the problem of lack of energy as experienced by 31.1% who occasionally, 26.6% who sometimes

and 18% who fairly often or frequently felt the lack of energy.

It is suggested that employees’ activities during breaks at the work facility provide valuable
avenue for psychological refreshment such as providing a ping-pong table and other games
equipment. Such activities give the workers mild exercise, recreation and mental refreshment.
Organization can also sponsor, after office, sports activities in the interests of a healthier work

force.

Anixxtermngbreakﬁmeacﬁvityfoundinlapanistl\e "aggressive EXercise room" which is
acmallyasmallroomcontainingafewwmtﬁngbagsorafewhrﬂatableﬁgtu&ethatb;)unceback
when punched or struck with a small bat. Workmcantakeabreakbygivingafew punches of
swingsw'rththebattoﬁdmmmofpan-uphosﬁlefeeﬁngswtﬁchisfoundtobeuseﬁﬂasa

simple form of energy outlet for mental hygiene.

9. Career Development

Career stressors represent the most serious form of stressors. Other than helping the
administrators to develop stress management skills t0 counteract the effects of these career
stressors, the university can do much to reduce. Since corporatization s imminent and approval of

posts is not dependent on the Government, the management can create more avenues for
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promotional posts. The new posts should ease off some of the stress caused by lack of career

development.

It is also suggested that training programmes be carried out to develop the skills and career
of the administrators. Administrators can be given study leave to pursue courses of interest to both

the individuals and management, extending even beyond the level of the Master degree.

Other incentives should also be introduced to compensate the slow movement of
promotion. Various types of incentives should be given on a regular basis such as that which
reward "the most hardworking administrator", or administrator of the month" and so on. It is
suggested that merit points and monetary gains be given for such events. The merit points should

be putmtl'nerecordoft}wadmixﬁstrators.

It is therefore hoped that the above recommendations will help to improve the occuaptional
sweﬂdnmﬁonofAdeRegiMandPrEdpdAsdstmnRegiSMOfmeUnWersiWof
Malaya. Onlybytlnconsciouseﬁ'ortsofallconcemedcanthedistmsoftheadnﬁnistratorsbe

changed into eustress.

5.3 Limitations Of The Study

One of the major limitations is that the study only looks at the level of stress, the stressors,

and the stress responses. Itcamotbedetﬁedthattlﬁslirdcageofstressorsandresponsesisnot
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complete as the mediating processes through which Assistant Registrars react to the sources of
stress are not focussed. As this study is under the umbrella of Program B of the Master of
Education, and the requirements of the Program do not anticipate such indepth study; and also due

to the constraints of time and resources, the mediating processes are not to be examined.

To obtain a full understanding of a worker's stress, it is necessary to look at man in his
totality. It is artificial to study stress in isolation from the rest of his working life as well as his life
outside work. The working man cannot be completely separated from the home man. Moreover,
it would have been a more thorough study if the various traits or makeup of the person be included
in the study of stress. The total picture has to include the positive as well as the negative outcome.

Eustress has not been included in the study.

Anotherlinﬁtationsofthestudyistmtofﬂwapproachused,thaiis,asmveyresearchof
tlwmpondmtsthmughtlwuseofquatiommim. It is unfortunate that this is the approach of most
studies using cross-sectional designs. Stress is a dynamic process that changes over time and
across situations, Therefore, a longitudinal process-oriented approach studying how workers cope
mspeciﬁcst&ssﬁﬂsiﬂmﬁonsasﬂwyurfoldovaﬁmeisprmed. The process shows the actual
interchangebetweulthepmonaxﬂtlnenviromneutamialsothepemon‘sraponsesovertimeto
the stress experienced. Asﬁrmisofumeformwchesunderl’rognm&itisthereforenot

possible for this study to use a longitudinal process-orientation.
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5.4 Recommendations For Future Studies

Since the respondents of this study are restricted to just those administrators working in
University of Malaya, it is suggested that future research includes samples from other universities.
Only in this way can the study be generalisable to the administrators at large. Such studies can also
make comparisons among the various local universities so as to identify the cultural, structural and
other differences between the universities that bring about the differences in occupational stress,

stressors and stress responses.

It is also suggested that other methods of research be employed to study occupational
stress of the university administrators. All known studies on stress are based mainly on the survey
method while a small minority on the survey and interview methods of data collection. It may be
time to use other research methods such as ethnography or even experimental studies to explore

occupational stress.

Aﬂﬁwmmdieshnwntoﬂwwﬁterisondistrasratherthanwstress. All forms of
meaaninginmm\ernshavebeend&gwdfordistressbtnnotonmm. Thus while it is good to
lookatthe"dailyhassles"wtﬂchprodlacemgaﬁveomGomeofmitisﬁmetolookatthe"daily
uplights" which produce the positive stress outcomes. Eustress is believed to have as much
influence as distress. Itishopedt}mﬁ;mremearchwiﬂaddrﬁsmoreontheposiﬁvestrwsors
such as events producing a state of challenge together with disruptive pleasure. Some of the

examples can be seen in a complimentary remark from work colleagues, an important project given
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specially to an administrator, an inbasket free from unnecessary and troublesome paperwork, or a

smile from a higher officer.

Research on occupational stress has always focussed on the organizationally valued
outcomes such as job satisfaction, absenteeism, turnover, and performance. It is time to focuss on
other relevant outcomes of stressful experience such as follows:

- Do creativity and innovativeness of Assistant Registrars suffer as a result of role overload

and underutilization of skills?

-Whataresomeofﬂleconsequmofstrmsduetoexpeﬁamofdiscriminationand

failure to cope with an abrasive supervisory officer?

- How do stress-performance relationships change over time during an administrator's

career and life?

The need for longitutional studies as many moderating influences such as social support,
socialsldllsmdcopingeﬁ'ectivam.'ochmgeovertim. There is a need for knowledge on how
Assistammgistmrschangewhmthcyaremmbletochmgethecondiﬁonsoftheirjobsmdnmst
leamtolivewithajobthatiseitlwrtoodemandingornotdemnndingemugh Longitutional
studies also allow research to go into identifying issues such as the nature of relationship between

work stress and intellectual functioning.

A new direction for a more complete study on the occupational stress of Assistant
Registrars is by looking at their various traits or makeup. Very often stress is very much dependent

on the personal traits of these individuals. What is one man's meat is another man's poison. Future
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studies can address issues like what kind of personality takes what kind of elements as stressors.
Such studies may come with answers like what type of person is best employed for administrative

work to take the type of stress commonly associated with administrators.

It is suggested that the extraorganizational factors and other aspects of the work life be
examined in the future research of the occupational stress of Assistant Registrars. It is suggested
thmﬁ:mmreseamhlookatthcAssiMRegismrasapawnashisarﬁﬁdaltostudystms'm
isolaﬁonfromﬂwmaof}ﬁswoddngﬁfeaswellaslﬁslifeoutsidework The working man and the
homemanisoneandtlwsamepersonmdcannotbeconmlctelyscpamed. A good parting with
thewifeoraheatedargumuwithone'sspouscisbelievedtohavesomeinﬂumonocwpaﬁonal

eustress or distress.

Lastly to do a more comprehensive research on occupational stress, one has to include the
whole picture of organizational stressors, extraorganizational stressors, the traits or personalities of
the individuals as well as the "personality” of the organization. It is believed that different

organizations have different "personalities”. Matteson and Ivancevich (1982) have identified

umomfonablemmsetup,mmayﬁnditlessmsﬁdmwlnrmguﬁmﬁonwithadiﬁ‘erem
setup. Tlms,hismggeaedthnammdybeaﬂmompMmdoonmrdmsivewastoget

thetrueoverallpicmreofocmpatiomlmmtﬁ'agrmd pieces of the picture.



