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Abstract

Job stress is a significant issue that many professionals face
throughout their careers. Excessive workloads, tight deadlines,
limited control over tasks, interpersonal conflicts with colleagues
or supervisors, job insecurity, and unclear job expectations can
trigger it. This study investigates the relationship between
supervisor support in mitigating job stress and shaping dynamic
employee behaviour. A survey was conducted with 570 employees
in company governance in Malaysia. Data analysis was carried out
using the Statistical Package for Social Sciences (SPSS) for coding
and descriptive statistics, alongside structural equation modelling
and hypothesis testing with SmartPLS software. The structural
analysis indicated that both moral and physical support from
supervisors in mitigating job stress affects employee behaviour
significantly, particularly regarding life satisfaction and proactive
work behaviour. These findings are valuable for administrators
as they highlight the importance of supervisor support in
the workplace. Furthermore, this research can inform the development
of strategies to enhance employee well-being.
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1. INTRODUCTION

Organisational structure and functions have changed
because of shifting organisational dynamics and
fresh competitive needs. These modifications have
negatively impacted various job-related issues,
including job stress (Karlsgodt et al., 2003; Biatczyk
et al., 2020). Employment demands (such as working
hours or duties) exceeding employees’ ability to
perform tasks have resulted in 440,000 employees
experiencing work-related stress, leading to anxiety,
depression, mental stress, and other health
problems (Nielsen & Yarker, 2023; Bhui et al., 2016).
A review of data from the Nurses’ Health Study in
the United States indicated that the relative risk of
suicide among highly stressed female nurses was
alarmingly high (Kato, 2014). Employees facing
employment uncertainty are more prone to experience
psychological distress and various mood disorders,
such as exhaustion, overload, distraction,
hopelessness, and a general lack of purpose and
desire (Nielsen & Yarker, 2023; Altas et al., 2023;
Elman et al., 2010). This state is usually referred to as
distress (Mohamad et al., 2015; Jex et al., 1992).

Many approaches and theories have been
proposed to mitigate stress within organisational
contexts by leveraging the concept of support
(Guohao et al.,, 2021; Jia et al., 2024). This concept
has piqued the interest of many academics and
senior managers, as high levels of empowerment
relate to lower levels of stress and greater job
satisfaction (Bhui et al., 2016; Altas et al., 2023;
Msuya & Kumar, 2022). In distress management,
supervisor support is typically defined as a component
of behavioural management assistance and
motivational strategies that can increase employee
performance, provide constructive feedback, improve
job guidance, demonstrate commitment, and provide
essential alternatives to employees (Nielsen &
Yarker, 2023; Guohao et al., 2021; Altas et al., 2023).
For example, a study discovered that employees
exposed to stress could benefit from supervisor
support in preventing burnout, a syndrome caused
by chronic stress over time (Ji, 2022). Within
the organisational framework, supervisor support
is divided into two categories: moral support and
physical support (Jia et al., 2024; Bjornsdottir &
Rule, 2017; Hammig, 2017). In the context of
organisational behaviour, moral support often refers
to the supervisor’s ability to treat employees fairly,
take their tasks seriously, offer considerable
encouragement, maintain open communication,
provide counsel and assistance, and preserve mutual
respect (Bjornsdottir & Rule, 2017; Agarwal
et al, 2020). Physical support is frequently
interpreted as a form of encouragement provided by
supervisors to employees through recognition, social
activities, creating a positive workplace environment,
providing task feedback, providing work equipment,
and managing tasks in emergencies (Cronkite &
Moos, 1984; Nahum-Shani et al., 2014).

Impressively, recent studies on supervisor
support emphasise the importance of moral and
physical support in managing job stress, synergistically
yielding positive results, particularly in terms of life
satisfaction and proactive work behaviour (Nyfoudi
et al., 2023; Topa et al, 2009). In organisational
behaviour, life satisfaction is part of a broader
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concept known as subjective well-being, which has
been researched in psychology. Life satisfaction
refers to employees’ sense of accomplishment and
success, which is strongly related to productivity,
work performance, and personal well-being.
Life satisfaction requires doing work that one
appreciates efficiently and successfully while being
adequately compensated for that effort (Diener
et al.,, 1985; Aziri, 2011). In psychological behaviour,
life satisfaction has two components: an emotional
component distinguishing between positive and
negative effects and a cognitive component known
as life happiness (Topa et al.,, 2009; Lopez-Ortega
et al., 2016). Scholars like Ostroff (1992) have
stressed the importance of employee satisfaction
not only for employees but also for the organisation,
as it can produce spectacular benefits. Thus, life
satisfaction is essential in inspiring and encouraging
people to achieve greater organisational performance.
On the other hand, proactive work behaviour is
associated with factors deemed necessary for
organisations to adapt to rapid environmental
changes, such as generating new ideas, improving
self-development, acquiring technological skills,
and employing work methods considered critical
determinants of organisational success. These
components are crucial in enhancing job-handling
skills, creating a healthy work environment, raising
employee awareness and motivation, and promoting
behaviours to help the organisation achieve its goals
(Hammig, 2017; Mohamad et al., 2024). Furthermore,
stress management strategies research shows that
good supervisor support can lead to higher levels of
life satisfaction, build proactive conduct, and reduce

job stress.
However, despite the significance of this
relationship, supervisor support as a potent

predictor variable in the context of job stress is
frequently overlooked (Nyfoudi et al., 2023;
Mohamad et al., 2024). Many researchers have
identified several gaps in the literature concerning
supervisor support’s role in addressing job stress.
To address these gaps, most researchers argue that
this situation is attributed to several reasons. First,
prior studies have heavily emphasised supervisors’
directive leadership styles in managing job stress to
achieve organisational objectives while discussing
the importance of support and categorising support
types in both the public and private sectors.
Second, most existing direct effect models focus
on unidimensional variables, such as supervisors’
ability to manage job stress (Kim et al., 2023). These
models only capture the influence of the independent
variable on the dependent variable within
the supervisor support framework, leading to
general disclosures and recommendations regarding
supervisor support that may not adequately help
employees and practitioners understand their ability
to cope with their tasks. Third, most past studies
have used an objectivist thinking approach that
emphasizes non-human factors, such as organisational
policies, standards, and work procedures. This
thinking approach has not sufficiently elaborated
the role of a supervisor in making effective decisions
to support their organisations’ strategic missions.
Due to limitations in empirical research, this
study intends to examine the relationship between
supervisor support in managing job stress and
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shaping dynamics of employee behaviour, thereby
contributing to developing strategies and goals in
today’s rapidly evolving global environment.

This study provides four  significant
contributions. First, it underscores the importance
of examining the literature on supervisor support in
mitigating job stress dimensions, namely moral
and physical support, as crucial predictors of
life satisfaction and proactive work behaviour.
Second, the study expands the literature on
employee attitudes and behaviour by identifying
elements of supervisor support in mitigating job
stress and shaping dynamic employee behaviour.
Third, this study attempts to demonstrate that
supervisor support can play a crucial predictor role
in the relationship between supervisor support
in mitigating job stress and shaping dynamic
employee behaviour. Finally, this study has
specifically applied the principal meanings of social
exchange theory (Emerson, 1976), conservation of
resources theory (COR) (Hobfoll & Ford, 2007),
and House’s (1971) path-goal theory to explore
how supervisor (leadership) influences followers
through reciprocal interactions between leaders
and subordinates. This application of company
governance predicts the effect of supervisor support
in mitigating job stress and shaping dynamic
employee behaviour. This prediction can be proven
by testing the causal relationship in the study
model. Therefore, the insufficiency of existing
empirical studies inspires the researchers to explore
this study by simultaneously testing the inclusion
and exclusion of supervisor support as a predictor
variable in the relationship between supervisor
support in mitigating job stress and shaping
dynamic employee behaviour.

The paper is structured as follows. Section 2
overviews the relevant literature and formulates
the hypotheses. Section 3 explains the research
methodology. Section4 presents the findings
and Section 5 discusses them. Finally, Section 6
concludes the paper.

2. LITERATURE REVIEW AND HYPOTHESES
DEVELOPMENT

The relationship between supervisor support in
mitigating job stress and shaping dynamic employee
behaviour aligns with the principles of social
exchange theory, elucidating the interplay between
two parties in shaping dynamic social behaviour and
expected rewards (Emerson, 1976). This theory
frames social behaviour within reciprocal relationships
built on motivational incentives, mutual care,
encouragement, and open discussion of task-related
issues, all aimed at helping individuals achieve
valuable rewards. Employees perceive supportive
supervisors as being in line with the principle of
reciprocity, leading them to reciprocate by exerting
effort and increasing productivity. Supervisors
facilitate this exchange by providing support
mechanisms, such as fostering communication and
assisting in task management, minimising challenges
and promoting smooth operations, thereby enhancing
employee performance.

o
NTERPRESS
VIRTUS,

Additionally, the COR theory, articulated by
Hobfoll and Ford (2007), provides a comprehensive
framework for understanding how support and
evaluation affect individual emotions and performance.
This theory posits that human motivation thrives
on positive stimulation, including the nurturing,
safeguarding, and fostering of social bonds supporting
positive  behaviour. COR theory emphasises
the significance of the source of support in enabling
individuals to cope with various work situations.
Furthermore, House’s path-goal theory explores how
leadership influences followers through reciprocal
interactions between leaders and subordinates
(House, 1971). It identifies leadership styles such as
supportive, motivating, participative, and goal-
oriented, which can inspire employees to achieve
organisational objectives. In the context of social
exchange, COR, and path-goal theories, supervisor
support plays a pivotal role in shaping dynamic
employee behaviour and performance.

The analysis of the scientific literature shows
that empirical studies have found a positive
correlation between supervisor support and employee
behaviour. For example, a systematic literature
search to identify primary studies (k= 20, n=957)
(Wang et al., 2022), 230 Zambian subordinates and
their immediate expatriate supervisors working in
a Chinese company in Zambia (Niu et al., 2022),
a two-wave longitudinal field study of
114 Hong Kong employees (Hui et al., 2021),
579 survey questionnaires from Malaysian public
sector employees (Ismail et al., 2023), 30 semi-structured
interviews collected via Skype, FaceTime, or Zoom
in public, private, and third sector organisations
(Smith, 2019), 242 fully completed and matched
responses (60 managers and 182 team members)
(Nyfoudi et al., 2023), 20 companies across multiple
industries in South Korea with 386 leader-follower
dyads (Kim et al., 2023), 478 employees in public
agencies in Malaysia (Mohamad et al., 2024),
187 information technology (IT) employees (Sri Sai &
Pinapati, 2023), and 750 nurses working in healthcare
institutions situated in Istanbul (Altas et al., 2023)
confirmed that supervisor support, when effectively
implemented, can reduce the negative effects of
stress on employees.

According to this study, moral and physical
support are the most critical factors in improving
employee behaviour, encompassing life satisfaction
and proactive work behaviour. Therefore, based on
empirical and theoretical studies supporting this
direct relationship, the following hypotheses are
formulated:

HI: Moral support is positively associated with
life satisfaction.

HZ2: Moral support is positively associated with
proactive work behaviour.

H3: Physical support is positively associated with
life satisfaction.

HA4: Physical support is positively associated with
proactive work behaviour.

The theoretical and empirical evidence
identified has been used to build a direct study
model, depicted in Figure 1.
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Figure 1. Research model
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Figure 2 shows the word cloud created using
online software. It displays the most common words
in the largest typefaces, while smaller fonts show
the least common words. Aside from the stop words,
the word cloud includes all additional words

that appeared in the titles of the publications.
The word cloud is an effective technique for
presenting complex information in a simple style
(Birko et al., 2015).

Figure 3. Global Google trends for the “job stress” query on February 28, 2024

Source: Statistics from Google Trends.

Figure 3 shows Google Trends searches worldwide
for the “job stress” query on February 28, 2024.
Google Trends is a freely available tool developed
by Google that provides reports on search popularity
in Google Search.

3. RESEARCH METHODOLOGY

In line with the purpose of this study,
the researchers adopted the positivist research
philosophy to measure cause-effect relationships.
This philosophy allows researchers to identify
the effects or outcomes of a study based on
more detailed, clear, and accurate observation and
measurement techniques (Creswell, 2014; Saunders
et al., 2009). Additionally, this approach enables
researchers to use existing theories to formulate
hypotheses, collect data, and conduct further
verification or analysis (Creswell, 2014; Saunders
et al., 2009).

VIRTUS,
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For instance, the first step in this method
involves the researcher referring to literature related
to supervisor support in the context of job stress,
which is empirically based, to identify issues
relevant to current organisational development.
The second step involves applying principles,
concepts, or theories representing best practices in
organisational management. For example, this
study develops a model explaining the relationship
between supervisor support in mitigating job stress
and shaping dynamic employee behaviour and tests
this model using quantitative methods.

A cross-sectional technique has been used in
this study. This strategy was chosen because it
helps researchers incorporate essential data from
organisational leadership literature, pilot studies,
and questionnaires. Using this approach, researchers
can improve data quality, decrease biases, and
collect data more accurately (Creswell, 2012; Sekaran
& Bougie, 2010; Creswell & Plano Clark, 2011).
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This study involves a sample of participants
from employees serving in various staffing
roles within company governance in Malaysia.
The organisation consists of various units, including
the service division, staffing and organisation
division, pension division, human capital development
division, salary and allowance division, psychology
division, and digital and IT division.

The initial sample comprised 600 employees
from various service and professional groups within
different units, sections, and divisions of Malaysia’s
company governance. These employees were
recruited using a purposive sampling technique.
Specifically, this sampling technique was chosen
because the organisational management could not
provide a complete list of employees due to
confidentiality reasons and the desire to protect
corporate reputation and image.

Consequently, random sampling could not be
used to select study participants. Of the total
questionnaires distributed, 570 (95%) were completed
and returned to the researchers. Respondents
volunteered to complete the questionnaire without
any form of coercion.

The questionnaire in this study consists of
three main sections. Firstly, supervisor support in
mitigating job stress is assessed based on 13 items
adapted from leadership-related literature (Antonakis
& House, 2014; Carless et al.,, 2000). Supervisor
support in mitigating job stress is measured using
moral support (7 items) and physical support
(6 items). Secondly, employee behaviour is assessed

based on 11 items adapted from employee attitude
literature (Da Costa Guterresa et al.,, 2020; Diener
et al, 1985). Employee behaviour is measured
using life satisfaction (6 items) and proactive work
behaviour (5 items).

Using translation procedures, the original
version is then compared against the translated
form from English to Malay (Patton, 2002; Punnett &
Shenkar, 1996). The researchers hired a competent
translation agency to translate the questionnaire
items into both Malay and English so that
the questionnaire created would be appropriate
for the setting of the research organisation under
study. This stage is critical for ensuring that
the respondents understand the true meaning
of the items utilised, enhancing the quality of
the research instrument, and maintaining the original
content (Brislin, 1970; Lomand, 2012).

4. RESEARCH RESULTS

Table 1 shows the demographic profile of
the respondents. The report outlines the distribution
of participants across various demographic categories,
including age, marital status, gender, services group,
and length of service. Most respondents are between
34 years old and 39 years old (37.2%), married (71.6%),
Malay (92.6%), female (69.3%), Bachelor’s degree
holders (35.4%), in the support group (53.2%), and
have a length of service of 6 to 10 years (51.40%).

Table 1. Respondents’ profile

Profile Sub-profile Frequency Percentage (%)
Less than 27 years old 66 11.6
28-33 years old 132 23.2
Age 34-39 years old 212 37.2
40-45 years old 104 18.2
Over 46 years old 56 9.8
. Single 162 28.4
Marital status Married 208 71.6
Malay 528 92.6
Race Chinese 18 3.2
Indian 14 2.5
Others 10 1.8
Gender Male 175 30.7
Female 395 69.3
Lower Secondary Assessment 4 0.7
Malaysian Certificate of Education 108 18.9
Education level Malaysian Higher School Certificate 162 28.4
Degree 202 35.4
Masters 80 14.0
Doctor of Philosophy 14 2.5
Services group Management and professional 267 46.8
Support 303 53.2
6-10 years 293 51.40
Length of services 11-15 years 170 29.8
More than 16 years 107 18.8

4.1. Measurement model

The measurement model was assessed using
confirmatory factor analysis (CFA) based on convergent
and discriminant validity tests (Hair et al., 2017).
Measurement models show the relationship between
indicators and constructs. The minimum threshold
value for factor loading should be 0.708, and
the required threshold value for composite
reliability is 0.70 (Creswell & Plano Clark, 2011; Hair
et al., 2017). The threshold value for average
variance extracted (AVE) is 0.50.
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Table 2 shows that the outer loadings for all
the study constructs are larger than 0.708, and
the AVE values are larger than 0.5, indicating
that the results meet the convergent validity criteria.
Furthermore, the composite reliability values for all
study constructs are greater than 0.70, indicating
a high level of internal consistency.
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Table 2. Analysis of convergent validity

Constructs Outer loading Comporsite reliability AVE Cronbach’s alpha
Moral support 0.950 0.767 0.949
MRS1 0.865
MRS2 0.893
MRS3 0.884
MRS4 0.876
MRS5 0.873
MRS6 0.880
MRS7 0.861
Physical support 0.925 0.723 0.923
PYS1 0.777
PYS2 0.851
PYS3 0.890
PYS4 0.862
PYS5 0.883
PYS5 0.834
NGD6 0.777
Life satisfaction 0.907 0.676 0.904
JBS1 0.797
JBS2 0.812
JBS3 0.823
JBS4 0.808
JBS5 0.844
JBS6 0.847
Proactive work behaviour 0.934 0.783 0.931
PSBI 0.876
PSB2 0.870
PSB3 0.893
PSB4 0.888
PSB5 0.898
Table 3. Heterotrait-monotrait (HTMT) analysis less than 0.85, indicating that they meet

Construct/Relationship HTMT
Physical support « Moral support 0.810
Life satisfaction «— Moral support 0.705
Life satisfaction < Physical support 0.695
Proactive work behaviour < Moral support 0.650
Proactive work behaviour < Physical support 0.644
Proactive work behaviour < Life satisfaction 0.829

The HTMT ratio of correlations was used
to evaluate all the study constructs, as shown
in Table3. This analysis reveals that all
study constructs in direct relationships have values

the discriminant validity criterion (Hair et al., 2017).

Table 4 displays variance inflation factor
(VIF) values and a descriptive analysis of
the constructs. The means for the study constructs
fall within the range of 5.277 to 6.890. These tables
indicate that moral support, physical support,
life satisfaction, and proactive work behaviour range
from high(4) to the highest(7). Additionally,
the VIF values for the relationships among
the study constructs are all below 5.0. It suggests
that collinearity issues do not significantly affect
the data (Hair et al., 2017).

Table 4. VIF and descriptive analysis of the constructs

VIF ..
Construct Life satisfaction Proactive work behaviour Mean Std. deviation
Moral support 2.353 2.353 5.659 0.752
Physical support 2.353 2.353 5.277 0.712
Life satisfaction 6.890 0.510
Proactive work behaviour 5.473 0.624

The standardised root mean square residual
(SRMR) is the differentiation between the model-
implied correlation matrix and the observed
correlation. Therefore, it allows the assessment of
the average magnitude of the difference between
expected and observed correlations as an absolute
measure of the (model) fit criterion. Table 5 shows
the model fit analysis results. The SRMR value
is 0.086, indicating a considerably good fit for
the saturated model (Hu & Bentler, 1999).

Table 6 displays the outcomes of the cross-
loading analysis. As per the findings, the indicator
values for each construct surpass those of other

VIRTUS,

245

I
NTERPRESS

constructs. It implies that the items in the study
achieved the necessary level of discriminant validity
(Hair et al., 2017).

Table 5. Model fit analysis

Model fit Saturated model Estimated model
SRMR 0.047 0.086
d_ULS 0.650 2.225
d_G 0.409 0.507
Chi-square 1428.534 1640.634
NFI 0.886 0.869

Note: NFI — normed fit index.
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Table 6. Cross loading analysis

Moral support Physical support Life satisfaction Proactive work behaviour
0.509 0.448 0.797 0.544
0.523 0.504 0.812 0.554
0.515 0.497 0.823 0.598
Moral support 0.521 0.523 0.648 0.876
0.490 0.495 0.681 0.870
0.541 0.542 0.671 0.893
0.531 0.507 0.671 0.888
0.621 0.575 0.710 0.898
0.531 0.527 0.808 0.650
Physical support 0.578 0.591 0.844 0.696
0.569 0.567 0.847 0.710
0.865 0.657 0.574 0.561
0.893 0.664 0.578 0.559
0.884 0.664 0.548 0.528
0.876 0.654 0.564 0.537
Life satisfaction 0.873 0.669 0.574 0.518
0.880 0.686 0.597 0.555
0.861 0.655 0.581 0.504
0.566 0.777 0.495 0.488
0.645 0.851 0.528 0.487
0.658 0.890 0.573 0.548
Proactive work behaviour 0.642 0.862 0.543 0.497
0.681 0.883 0.561 0.528
0.673 0.834 0.554 0.504

4.2. Structural model

This study examined four positive relationships
using the SmartPLS bootstrapping method.
The results of the direct effect hypothesis are
presented in Table 7. The findings of the analysis
revealed four significant results. First, moral support
is associated with life satisfaction (H1, f=0.402;

is associated with proactive work behaviour
(H2, p=0.377; t=6.086; p = 0.000). Third, physical
support is associated with life satisfaction (H3,
F=0.334; t=6.105; p=0.000). Fourth, physical
support is associated with proactive work behaviour
(H4, p=0.313; t=4.951; p =0.000). Therefore, HI,
HZ, H3, and H4 were supported.

t=7.163; p=0.000). Second, moral support

Table 7. The results of the hypotheses testing of the research model

Hypotheses Original sample (O) t-statistics (/O/STDEV)) p-values
HI: Moral support — Life satisfaction 0.402 7.163 0.00
H2: Moral support — Proactive work behaviour 0.377 6.086 0.00
H3: Physical support — Life satisfaction 0.334 6.105 0.00
H4: Physical support — Proactive work behaviour 0.313 4.951 0.00

Table 8  presents the  findings from

the structural model analysis. The reported results the

indicating a small effect size. The effect size for
relationship between moral

support and

indicate the effect sizes, denoted by f?, for various
relationships within the model. The correlation
between life satisfaction and moral support yields
an f? of 0.131, indicating a small effect size.
Similarly, the correlation between life satisfaction
and physical support results in an f* of 0.090,

proactive work behaviour is f*=0.104, indicating
a small effect size. Next, the effect size for physical
support and proactive work behaviour is f* =0.072,
indicating a small effect size. A substantial R? for
life satisfaction is 0.475, and for proactive work
behaviour is 0.417, indicating substantial effects.

Table 8. R? and f? of endogenous constructs

i R
Construct Life satisfaction Proactive work behaviour
Moral support 0.131 0.104
Physical support 0.090 0.072
Life satisfaction 0.475
Proactive work behaviour 0.417

In addition to evaluating the magnitude of
the R? value as a criterion of prediction accuracy,
it is also essential to examine the Stone-Geisser Q°
value as a criterion of prediction relevance (Stone,
1974; Geisser, 1974). The Q? value of the latent
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variable in the partial least squares (PLS) path model
was obtained using a blindfolding procedure.
Table 9 shows the Q° values of endogenous
constructs. The Q? value of 0.323 demonstrated
acceptable predictive relevance.
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Table 9. Q* of endogenous constructs

Construct SSO SSE Q*=1-SSE / SS0O)
Moral support 3990.000 3990.000 0.000
Physical support 3420.000 3420.000 0.000
Life satisfaction 3420.000 2336.677 0.317
Proactive work behaviour 2850.000 1930.152 0.323

Note: SSO — sum of squares for the construct, SSE — sum of squares for the error.

5. DISCUSSION

Research on job stress, especially in company
governance settings, is limited. This study explores
more widely to carry out empirical research
investigating the relationship between supervisor
support in mitigating job stress and shaping
dynamic employee behaviour to overcome this gap.
The main findings of this study confirm that
supervisor support (moral support) has a significant
and positive impact on proactive work behaviour
and life satisfaction. This result coincides with
studies carried out by previous researchers (Hui
et al., 2021; Wang et al., 2022; Niu et al.,, 2022).
This study found that moral support, such as
fairness, taking tasks seriously, offering significant
encouragement, maintaining open communication,
and providing advice and guidance, can increase the
effect on employee behaviour (life satisfaction and
proactive work behaviour). Secondly, supervisor
support (physical support) significantly impacts
proactive work behaviour and life satisfaction. This
result is in line with studies carried out by previous
researchers (Nyfoudi et al.,, 2023; Kim et al., 2023;
Mohamad et al., 2024). This study found that
physical support, such as recognition, carrying out
social activities, building a conducive workplace
environment, and giving task feedback, can increase
the effect on employee behaviour (life satisfaction
and proactive work behaviour). Specifically, it
confirms that the supervisor’s role plays an essential
part as an effective predictor of the relationship
between supervisor support in mitigating job stress
(for example, moral support and physical support)
and shaping dynamic employee behaviour (for
example, life satisfaction and positive behaviour).
This study illustrates that supervisors’ moral and
physical support in handling job stress is an essential

factor that significantly affects employees’ life
satisfaction and proactive behaviour.
Moral support from supervisors, including

actions such as fair treatment, serious consideration
of employees’ duties, encouragement, and open
communication, has been shown to affect employee
behaviour profoundly and can help reduce
the effects of job stress. This type of support not
only fosters a positive work environment but also
contributes to higher levels of life satisfaction and
a greater likelihood that employees will engage in
proactive work behaviours.

Similarly, physical support from supervisors,
including recognition, organisation of social activities,
creation of a conducive workplace environment, and
provision of feedback on tasks, also plays a vital
role in shaping dynamic employee behaviour.
The physical presence and tangible actions of
support from supervisors help reinforce positive
employee outcomes, further increase their life
satisfaction, and encourage proactive behaviour.

These findings emphasise the importance of
the supervisor’s role as a key driver in improving
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employee well-being and productivity. By actively
engaging in moral and physical support, supervisors
can predict and positively influence the relationship
between supervisor support in mitigating job stress
and shaping dynamic employee behaviour, leading
to better job satisfaction and a more dynamic and
proactive workforce. This research highlights
the need for organisations to foster supportive
supervisory practices to maximise employee
potential and well-being.

According to the study context, most
respondents consider the level of moral and physical
support from supervisors to be very high. It shows
that the active involvement of supervisors in
fostering this environment will promote the growth
and positive development of employee behaviour.
These findings align with previous research on
supervisor support in organisational settings.

The results of our study provide several
relevant and significant contributions to research
and theory. First, this study developed
a comprehensive model of supervisor support in
mitigating job stress to investigate inconsistent
findings about the relationship between supervisor
support in managing job stress and shaping
the dynamics of employee behaviour. Second, moral
support demonstrated through practices such as
being fair, taking tasks seriously, offering significant
encouragement, maintaining open communication,
providing advice and guidance, and maintaining
mutual respect appears to be an essential antecedent
to positive behaviour. Third, physical support, such
as recognition, carrying out social activities, building
a conducive workplace environment, giving task
feedback, providing work equipment, and managing
tasks if employees face emergencies, emerged as
critical factors influencing employee behaviour.
Previous studies have consistently shown that
supervisor support practices such as moral and
physical support can significantly affect employee
behaviour. Finally, constructs (supervisor support)
and subconstructs (moral and physical support)
have been identified as effective predictors in
the supervisor support model to reduce the effects
of work stress in an organisational environment.
Regarding the methodological  implications,
the collected survey questionnaire data have
undergone rigorous validity and reliability analyses,
ensuring the robustness of the research methodology.
This thorough approach increases confidence in
the accuracy and reliability of the research findings.

This study provides insight into the practical
implications for practitioners, particularly in
company governance in Malaysia. First, this study
suggests that supervisors and employees are
intensively involved in practising open communication,
such as starting a conversation with one’s supervisor
about the pressures one is facing by being honest
and specific about the challenges. Second, it
recommends identifying support actions, such as
discussing with the supervisor what type of support
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is most beneficial, assigning tasks or providing
additional resources. Third, it advises setting clear
expectations to ensure that the employee and
supervisor understand the responsibilities and
priorities that must be completed. It can help reduce
ambiguity and avoid unnecessary stress. Fourth, it
suggests utilising available resources by linking
supervisor and employee roles with resources for
counselling services, stress management workshops
or flexible work arrangements. Fifth, for resolving
organisational conflicts, supervisors must possess
adept conflict resolution skills to manage and
prevent disagreements within the organisation
proactively. In unavoidable circumstances, they
should be prepared to address conflicts, foster
harmony, and devise positive solutions to enable
subordinates to continue their tasks smoothly.

6. CONCLUSION

We developed a unique supervisor support in
mitigating job stress framework for examining
the relationship between supervisor support in
mitigating job stress and shaping dynamic employee
behaviour in company governance in Malaysia.
The results of bootstrapping analysis using
SmartPLS software confirm that supervisor support
can function as a vital predictor variable in
the correlation between supervisor support in
mitigating job stress (moral support and physical
support) and shaping dynamic employee behaviour
(life  satisfaction and  positive  behaviour).
This finding is one of the preliminary studies
investigating how supervisor support functions in
company governance in Malaysia, especially in
reducing the effects of work stress. This finding is
consistent with and supported by numerous articles
published in the 21st century, most of which explore
the phenomenon of supervisor support in mitigating
job stress and shaping the dynamics of employee
behaviour in both Western and Asian countries.
In summary, this study concludes that

REFERENCES

the supervisor’s ability to implement elements of
moral and physical support can enhance employee
behaviour (such as life satisfaction and positive
behaviour) in the organisation being studied.

This study also has certain limitations. Firstly,
data collection is limited and focuses only on
company governance in Malaysia. Secondly,
respondents’ profiles and sub-profile characteristics
were not analysed using the SmartPLS measurement
and structural models. Thirdly, the cross-sectional
method only provides an overview and does not
focus on the detailed correlation between
the behaviour and attitudes of participants.
Fourthly, this study only evaluates the relationships
existing between the study variables. Fifthly,
the research data obtained cannot monitor
the participants’ answers or represent the studied
population.

These limitations must be overcome through
various improvements and suggestions for future
studies. Firstly, it is crucial to consider the criteria of
the participants, including type of service, age,
length of service, and education, as they may explain
the differences and similarities in their behaviour
regarding the research topic. Secondly, longitudinal
methods should be considered to compare sub-
samples studied across different periods. Thirdly,
specific characteristics of supervisor support, such
as information support, action planning, building
self-awareness, emotional intelligence, providing
feedback, and fostering accountability, are essential
because these characteristics can influence employee
behaviour significantly. Fourthly, the characteristics
of employee behaviour, including extrinsic factors,

intrinsic  factors, psychological empowerment,
constructive voice behaviour and communication
(both formal and informal), require deeper

exploration. These suggestions should be considered
accordingly to strengthen future studies. Finally,
talent development can be examined more
comprehensively by including elements of learning
with organisational aspects.

Agarwal, B., Brooks, S. K., & Greenberg, N. (2020). The role of peer support in managing occupational stress:
A qualitative study of sustaining resilience at work intervention. Workplace Health & Safety, 68(2), 57-64.

https://doi.org/10.1177/2165079919873934

Altas, S. S., Cekmecelioglu, H. G., Konakay, G., & Giinsel, M. (2023). Relationships among supervisor support,
autonomy, job satisfaction, and emotional labor on nurses within the Turkey context of healthcare
services. Frontiers in Psychology, 14, Article 1303170. https://doi.org/10.3389/fpsyg.2023.1303170

Antonakis, J.,, & House, R. J. (2014). Instrumental leadership: Measurement and extension of transformational-
transactional leadership theory. The Leadership Quarterly, 25(4), 746-771. https://doi.org/10.1016

/jleaqua.2014.04.005
(2011).
https://mrp.ase.ro/no34/f7.pdf

Aziri, B.

Job satisfaction: A literature review. Management Research and Practice,

3(4), 77-86.

Bhui, K., Dinos, S., Galant-Miecznikowska, M., de Jongh, B., & Stansfeld, S. (2016). Perceptions of work stress causes
and effective interventions in employees working in public, private and non-governmental organisations:
A qualitative study. BJPsych Bulletin, 40(6), 318-325. https://doi.org/10.1192/pb.bp.115.050823

Biatczyk, K., Wyszkowska, Z., & Bielinski, M. (2020). Affective temperament is associated with stress coping
strategies and work stress perception among Polish bank employees. Psychology Research and Behavior
Management, 13, 1333-1342. https://doi.org/10.2147/PRBM.S280156

Birko, S., Dove, E. S., & Ozdemir, V. (2015). A Delphi technology foresight study: Mapping social construction of
scientific evidence on metagenomics tests for water safety. PLoS ONE, 10(6), Article e0129706.

https://doi.org/10.1371/journal.pone.0129706

Bjornsdottir, R. T., & Rule, N. O. (2017). Emotional expressions support the communication of social groups:
A pragmatic extension of affective pragmatics. Psychological Inquiry, 28(2-3), 186-189. https://doi.org/10

.1080/1047840X.2017.1338089

Brislin, R. W. (1970). Back-translation for cross-cultural research. Journal of Cross-Cultural Psychology, 1(3), 185-216.
https://doi.org/10.1177/135910457000100301

' ®
NTERPRESS
VIRTUS,

248



Journal of Governance and Regulation / Volume 14, Issue 1, Special Issue, 2025

Carless, S. A., Wearing, A. J., & Mann, L. (2000). A short measure of transformational leadership. Journal of Business
and Psychology, 14, 389-405. https://doi.org/10.1023/A:1022991115523

Creswell, J. W. (2012). Educational research: Planning, conducting, and evaluating quantitative and qualitative
research (4th ed.). Pearson.

Creswell, J. W. (2014). Research design: Qualitative, quantitative and mixed methods approaches (4th ed.).
SAGE Publications.

Creswell, J. W., & Plano Clark, V.L. (2011). Designing and conducting mixed methods research (2nd ed.).
SAGE Publications.

Cronkite, R. C., & Moos, R. H. (1984). The role of predisposing and moderating factors in the stress-illness
relationship. Journal of Health and Social Behavior, 25, 372-393. https://doi.org/10.2307/2136377

Da Costa Guterresa, L. F., Armanu, & Rofiaty. (2020). The role of work motivation as a mediator on the influence
of education-training and leadership style on employee performance. Management Science Letters, 10,
1497-1504. https://doi.org/10.5267/j.msl.2019.12.017

Diener, E., Emmons, R. A., Larsen, R. J., & Griffin, S. (1985). The satisfaction with life scale. Journal of Personality
Assessment, 49(1), 71-75. https://doi.org/10.1207/s15327752jpa4901_13

Elman, I., Tschibely, E., & Borsook, D. (2010). Psychosocial stress and its relationship to gambling urges in
individuals with pathological gambling. The American Journal on Addictions, 19(4), 332-339.
https://doi.org/10.1111/j.1521-0391.2010.00055.x

Emerson, R. M. (1976). Social exchange theory. Annual Review of Sociology, 2, 335-362. https://doi.org/10.1146
/annurev.s0.02.080176.002003

Geisser, S. (1974). A predictive approach to the random effect model. Biometrika, 61(1), 101-107. https://doi.org/10
.1093/biomet/61.1.101

Guohao, L., Pervaiz, S., & Qi, H. (2021). Workplace friendship is a blessing in the exploration of supervisor behavioral
integrity, affective commitment, and employee proactive behavior — An empirical research from service
industries of Pakistan. Psychology Research and Behavior Management, 14, 1447-1459. https://doi.org/10
.2147/PRBM.S329905

Hair, J. F,, Jr., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2017). A primer on partial least squares structural equation
modeling (PLS-SEM) (2nd ed.). SAGE Publications.

Hammig, O. (2017). Health and well-being at work: The key role of supervisor support. SSM — Population Health, 3,
393-402. https://doi.org/10.1016/j.ssmph.2017.04.002

Hobfoll, S. E., & Ford, J. S. (2007). Conservation of resources theory. In G.Fink (Ed.), Encyclopedia of stress
(2nd ed., pp. 562-567). Elsevier Academic Press. https://doi.org/10.1016/B978-012373947-6.00093-3

House, R. J. (1971). A path-goal theory of leader effectiveness. Administrative Science Quarterly, 16(3), 321-339.
https://doi.org/10.2307/2391905

Hu, L.-T., & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure analysis: Conventional criteria
versus new alternatives. Structural Equation Modeling: A Multidisciplinary Journal, 6(1), 1-55.
https://doi.org/10.1080/10705519909540118

Hui, R. T., Law, K. K., & Lau, S. C.-P. (2021). Online or offline? Coaching media as mediator of the relationship
between coaching style and employee work-related outcomes. Australian Journal of Management, 46(2),
326-345. https://doi.org/10.1177/0312896220914383

Ismail, A., Ahmad, N. N., Sanusi, S., Ibrahim, N. S., & Tunca, M. Z. (2023). Keeping up job satisfaction: Relationship
between coaching style leadership and employees’ belief in their abilities to handle job. International
Journal of Organizational Leadership, 12(3), 295-310. https://doi.org/10.33844/ij0l.2023.60373

Jex, S. M., Beehr, T. A., & Roberts, C. K. (1992). The meaning of occupational stress items to survey respondents.
Journal of Applied Psychology, 77(5), 623-628. https://doi.org/10.1037/0021-9010.77.5.623

Ji, S. (2022). Individual job crafting and supervisory support: An examination of supervisor attribution and crafter
credibility. Psychology Research and Behavior Management, 15, 1853-1869. https://doi.org/10.2147
/PRBM.S372639

Jia, W., Liu, L., & Peng, G. (2024). The impact of social media on users’ self-efficacy and loneliness: An analysis of
the mediating mechanism of social support. Psychology Research and Behavior Management, 17, 593-612.
https://doi.org/10.2147/PRBM.S449079

Karlsgodt, K. H., Lukas, S. E., & Elman, I. (2003). Psychosocial stress and the duration of cocaine use in non-
treatment seeking individuals with cocaine dependence. The American Journal of Drug and Alcohol Abuse,
29(3), 539-551. https://doi.org/10.1081/ADA-120023457

Kato, T. (2014). Coping with interpersonal stress and psychological distress at work: Comparison of hospital
nursing staff and salespeople. Psychology Research and Behavior Management, 7, 31-36. https://doi.org
/10.2147/PRBM.S57030

Kim, J. S., Park, J. G., & Yoon, S. W. (2023). How does leaders' managerial coaching impact followers’ in-role and
extra-role behaviors? The mediating roles of intrinsic motivation and self-efficacy. Evidence-based HRM.
Advance online publication. https://doi.org/10.1108/EBHRM-05-2023-0107

Kwon, O., Song, J.-H., Kong, J.-O., Ma, S.-W., Lee, Y. S., & Ahn, J. (2023). Occupational characteristics and health status
of Vietnamese male migrant workers in the Republic of Korea. Safety and Health at Work, 14(3), 267-271.
https://doi.org/10.1016/j.shaw.2023.08.001

Lomand, T. C. (2012). Social science research: A cross section of journal articles for discussion & evaluation (7th ed.).
Routledge.

Lopez-Ortega, M., Torres-Castro, S., & Rosas-Carrasco, O. (2016). Psychometric properties of the satisfaction with life
scale (SWLS): Secondary analysis of the Mexican health and aging study. Health and Quality of Life
Outcomes, 14(1), Article 170. https://doi.org/10.1186/s12955-016-0573-9

Mohamad, N. I., Ismail, A., Rozi, M. S. A. M., & Sanusi, S. (2015). Tekanan kerja dan perkaitannya dengan kesihatan
pekerja: Kajian empirikal sebuah kontinjen polis di Semenanjung Malaysia [Work stress and its
relationship with employee health: An empirical study of a police contingent in Peninsular Malaysia].
Geografia: Malaysian Journal of Society and Space, 11(10), 63-75. https://journalarticle.ukm.my/9534/

' ®
NTERPRESS
VIRTUS,

249



Journal of Governance and Regulation / Volume 14, Issue 1, Special Issue, 2025

Mohamad, N. I, Sanusi, S., & Ibrahim, N. (2024). Enhancing employee talents: Administrative roles in training
programmes. Review of Integrative Business and Economics Research, 13(4), 45-59. https://www.researchgate
.net/publication/377969760

Msuya, M. S., & Kumar, A. B. (2022). The role of supervisor work-life support on the correlation between work
autonomy, workload and performance: Perspective from Tanzania banking employees. Future Business
Journal, 8, Article 26. https://doi.org/10.1186/s43093-022-00139-3

Nahum-Shani, I., Henderson, M. M., Lim, S., & Vinokur, A. D. (2014). Supervisor support: Does supervisor support
buffer or exacerbate the adverse effects of supervisor undermining? Journal of Applied Psychology, 99(3),
484-503. https://doi.org/10.1037/a0035313

Nielsen, K., & Yarker, J. (2023). Employees’ experience of supervisor behaviour — A support or a hindrance on their
return-to-work journey with a CMD? A qualitative study. Work & Stress, 37(4), 487-508. https://doi.org
/10.1080/02678373.2022.2145622

Niuy, X., Zhang, B., Simasiku, M., & Zhan, R. (2022). Managerial coaching behavior and subordinates’ learning effects
in cross-cultural context: A moderated mediation study. Chinese Management Studies, 16(4), 885-903.
https://doi.org/10.1108/CMS-09-2021-0420

Nyfoudi, M., Shipton, H., Theodorakopoulos, N., & Budhwar, P. (2023). Managerial coaching skill and team
performance: How does the relationship work and under what conditions? Human Resource Management
Journal, 33(2), 328-345. https://doi.org/10.1111/1748-8583.12443

Ostroff, C. (1992). The relationship between satisfaction, attitudes, and performance: An organizational level
analysis. Journal of Applied Psychology, 77(6), 963-974. https://doi.org/10.1037/0021-9010.77.6.963

Patton, M. Q. (2002). Qualitative research and evaluation methods (3rd ed.). SAGE Publications.

Punnett, B. J., & Shenkar, O. (1996). Handbook for international management research. Wiley-Blackwell.

Saunders, M., Lewis, P., & Thornhill, A. (2009). Research methods for business students. Pearson Education.

Sekaran, U., & Bougie, R. (2010). Research methods for business: A skill-building approach (5th ed.). John Wiley & Sons.

Smith, H. A. (2019). Manager as coach characteristics for dealing with team challenge. journal of Work-Applied
Management, 11(2), 165-173. https://doi.org/10.1108/JWAM-06-2019-0022

Sri Sai, V., & Pinapati, A. K. (2023). Navigating IT turnover: Impact of supervisor support on role stressors dynamics.
Problems and Perspectives in Management, 21(4), 545-555. https://doi.org/10.21511/ppm.21(4).2023.41

Stone, M. (1974). Cross-validatory choice and assessment of statistical prediction. Journal of the Royal Statistical
Society: Series B (Methodological), 36(2), 111-147. https://doi.org/10.1111/j.2517-6161.1974.th00994.x

Topa, G., Morales, J. F., & Moriano, J.-A. (2009). Psychological contract breach and social identity: Their influences on
Spanish soldiers’ job satisfaction and organizational citizenship behaviour. Studies in Psychology, 30(3),
303-315. https://doi.org/10.1174/021093909789618477

Wang, Q., Lai, Y.-L., Xu, X., & McDowall, A. (2022). The effectiveness of workplace coaching: A meta-analysis of
contemporary psychologically informed coaching approaches. Journal of Work-Applied Management, 14(1),
77-101. https://doi.org/10.1108/JWAM-04-2021-0030

Wright, L. L. (1996). Qualitative international management research. In B. J. Punnett & O. Shenkar (Eds.), Handbook
for international management research (pp. 221-262). Blackwell Publishers.

' ®
NTERPRESS
VIRTUS,

250



