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INTRODUCTION

The fast growing cornmunication and infonnation
technology has been encouraging each company to
engage in activities on wider basis. So has also in
banking sector where it is demanded to better improve
its service quality and work effectiveness and efficien-
cy, includingthe reliabili6, of its employees. In condition
like this, competency of an employee is not lied on
his knowledge and ski l l  in doing the work as was in
the past,  but also his rel iabi l i ty in doing such work
exactly and fast using new technology. Demand for
readiness of bank employees to accomplish specified
target is the pressure that should be natLrrally verified.

The increas ing  h igher  compet i t ion  be tween
serv ices  o f  banks ,  makes cus tomer  more  l i ke ly
demanded bank to serve them better. The bank
undertakes to fulfil ldemand of its consumers, so that
bank providesamore varied seryice. Forsuch purpose,
the bank uses computer sets so designed to imitate
way of thought and action of professionals known
wel l  by the ut i l izat i -on of art i f ic ial  intel l igence
(Chora fas  & Ste inmann,  1991) .  Th is  a lso  br ings
pressllres to certain employees who are felt pushed
aside by the work of machines.

Consciously or unconsciously, the work one takes
causes him stressed. However, stress is not always
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scientifically a negative condition, leading to inciden-
ce of physical or mental disease, as lvell as unreason-
able behavior (distress).  Stress is also a posit ive
strength (eustress) needed to generate high achieve-
tnent. Up to ceftain point, working under deadline
pressure could be a stimulating creative process. Its
linkage to work becomes high as well as makes him
capable of controlling the sitr"ration felt as challenges.
However, if anyone becomes too ambitious, or the
work demand has been too high, his work per-
formance will be low. The stress always drains one's
strength and the situation will change into worrisome
threat. AImost each person feels that his work is
always stressful.

Cooperdrar.vs up stress for different works. Works
containing low stress degrees are put on number I
and the high one on number 10. This measure in work
is called the Cooper Occupational Stress Ratings.
Type of financial work does not have so high stress,
approximately on scale 4.0. From this classification,
the highest stress is stock broker where it is put on
scale 5.5 (Cooper,  Coopeq & Eaker,  1988: p.8l-  83).
Nevertheless, the stress in each work needs special
aftention so as not to go beyond its limit that will
cause danger. Hence, it requires to correctly diagnose
the problem suffered by such company.

Hit or miss and very general diagnosis will mislead
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and only give wrong feedback. Strain may result from
individual in organization who suffers from too heavy
as well as prolonged stress. This in majority (36%) is
resulted from work pressure (Cooper & Payne, 1998:
p.14), that could cause dangerous things for such
employee and his performance, such as incident,
serious illness, paralysis, often absent, etc.

Tlre case itself is of course a loss that should be
bom by thecompany. Confirmation overthis case may
be proven from research findings taken by University
of Michigan on the impact of an organizariontoward
strainto individual caused by, among others, uncertain-
ty in work, difficult to adapt oneself, physiological
trouble, such as cholesterol and blood pressure. The
bank managernent should periodically measure stress
level of its employees. According to experience, most
energetic and capable of higli achievement employees
will not rnove work solely because of interested in
rnaterialgain. Manythings could cause someone move,
like problems related to sourceof stresses in thework
place, I ike incompetent sr"rperior, unharmonious inter-
personal relation, offi ce pol itics, under authori-zation,
uncertainty in carrier, etc (Faelten & Diamond, 1989:
p-42).

At present, human resollrce is forrned to always
improve its capability so as to be competitive in its area,
whereas organization should be able to direct it to
achieve optimal productivity. According to Drucker,
the function of organization is to undertake that know-
ledge becomes productive. More specialized know-
ledge is required to do a work of an expert that may
generateoutcome, it requires an organization (Druckeq
1993: 144-145). Hence, these two strengths may
accomplish mutual expected result. However, it more
often happens that the organization tends to create
opportunities for improvernent of capabilities to parts
directly instantly handling problerns in front-liners,
which in general  is deemed as improvement in
company image because the paft directly related to
customers are able to give good and modern impressi on.

Meanwhi le ,  the  par t  no t  d i rec t l y  re la ted  to
proceeds post such as administrative section, process-
ing section, bank supporting facility, etc which are
usually not seen by customers get less attention and
balanced facility. Without awareness of this, it will
cause disrr-rpting, even defective gap. That is slow-
down because backstage personnel is potential and
decisive matter since the number are usually bigger.
Deal and Jenkins (1994) clearly stresses the impoftan-
ce of this supporting section. According to them, big
corporat ions in air l ine service (American Air l ines),
enteftainment (Walt Disney Company), and banking
(Cit icorp),  educate their  best personnel for back
off ice. In discussing work stress problem, i t  wi l l  be
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examined whether stress on employees representing
transactional actors who are always run after by profit-
losstarget, different from stress to internal supervisors
representing back offi ce.

On the ground of stressors, it willbe examined
its effect to two such sections, in relation to the
structure, organization, will be selected two functional
sections under "contrast" duties. Both these sections
mostly suffer employee turnover to other companies.
In addition, it prepares employees to do such duties
in relatively long time. Such gap often causes high
stress to ernployees working in the two sections,
especially at time of facing deadline.

Asthetransaction actor, it will be selected treasury
group who must always be ready and smart in deter-
mining the position of money trade to reap profit or
bank liquidity requirement. Every day employees in
treasury group should effect transactions so as to
generatetarget performance, and his success depends
on that case. Whereas, internal supervisory groups
or auditors in their moves appear to be more relaxed.
Internal auditors are assigned to supervise whether
there has been deviation in the bank organizalion.
The work outcome of internal supervisor of this bank
is not appraised quantitatively, but accuracy in finding
deviarrt matters will be used as success in appraisal.

This research employs personal characteristic
variables, namely behavior, personality, and locus of
control in the approach to measurement of work stress
on individual in the group. Further, it will use demo-
graphic variab le to understand background of ind ividu-
als. Type or organizatiori in this research will be the
national private banks in Jakarta that reflect metropoli-
tan situation like fully busy, noise pollution and fast
purpose in time.

METHODS

Work stress. Cooper, Cooper & Eaker (1988)
state that stress is parl ofhuman condition. Its process
is explained as fol lows: (1) human being general ly
tries to harmonize condition of mind, emotion and its
relation to the world., in a steady sate; (2) Each factor
of pliysical and emotional condition of human being
has range of stability.lf it is stil l in such area, human
being feels comforl, on the other side if there has
been disruptive power such factors will come out
from this stability limit, the subject should hannonize
himselfto return to such comfoft; (3) Each individual
directed to to maintain this comfort feeling is called
adjustment process or coping strategies; (4) hence,
his success to harmonize himselfwill be the basis for
success, whereas if he fails in adjustment process
toward stress will cause recurrent stress. This rvill
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drain his energy in tlie long time and high frequency.

According to Geber (1996),  v iewed from i ts

sources, stress comes from two directions, namely

internal source from t l ie individual himself ,  and

extenral source beyond himself. Internal stress source
(stressor) pertains to biological matter and personality.

B iological stress i s caused by cyc le of biological energy

commonly c alled" circadian rhythms". There a group

individuals who will get higher stress if he has to work
in morning shift, but higher energy at rright, and vice
versa. This is very irnportant to view considering the
world economic conditiorr is moving withoLrt stopping
24 hours a day, and demand full readiness from the
economic actors, Meanwhile, stressor pertaining to
personality problem is an unique individual one. For
example, cheerful  individual considers that each
demand is a positive challenge, but for low self-image
individual wi l l th ink that he himself  cannot do any
challenging thing as a result of big gap between his
capability and his objective.

Source ofexternal stress is related to personal
problem, environment as wel I as work problem. Personal
problem perlains to marriage relation, child rearing.
divorce, finance, law, etc. Work environmental stress
pefiains noise pollution, too cool or hot temperatures,
crowding, lighting and smokes. Work stress is, among
others, lack of suppofi, heavy work, lack of training,
carrier move (transfer) ,employment termination, limit-
ed completion time, leading others, etc. Stress in work
place originated from mattersoutsidethe individual is
suggested  by  Hur re l ,  Murphy ,  Sauter  and Cooper
r 1 988).

Accordingto Hurrel, et.AI ( 1988), there have been
five categoriesthatmaybe classified as source of stress
in the work place deemed potential, namely: intrinsic
factor in assignment, namely bad physicalcondition
in the lvork place, work load, lirnited time, and various
risks; role in organization, in thiscaserole conflictand
responsibility; interpersonal relation in the work place.
This includes quality in relation with superioq colleagues,
and subordinate as wellas delegation and communi-
cation problems in work; Carrier work. In pursuing
one's carrier problems that cause work stress are,
among others, over-promotion, under-promotion, and
lack ofjob security, unfulfilled ambition, etc; Structure
and organizational climate. This pertains to individual
relation with organization, like the problem of lack of
opportunity for participation in decision-making,
behavior restraint, politics in the work place, and lack
of effective consultation and communication.

Stress case in work place is not the same for each
individual because organizat ional demand wi l l  be
responded according to his personal characteristics.
However. its case rvill be serious r,vhenever stress
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happens in the work place, either from security side
of such employee or also viability ofthe organization
(Hurrel, et.al., 1988). In an organization, each individu-
al in his work suffers pressure in the effort to mould
his identity to normative expectations, related to his
role intheorganization. The role here is the one desired
by such individual, by others for such individual, as
wellasthe role demanded from such individualrelated
to his work. Often in hisprofession, the employee en-
counters contradiction in such expectation stemming
from his colleagues, organization of the work place,
aswellas his profession association. Conflict between
role expectation and personal conflict will become
the cause factor that results in worry and stress.

Reviewing stress in the work place, the emphasis
should be difference between the work organization
and social organ ization as well as family life. Organizati-
on in society applies control overperformance behavior
of its members. Sanction and reward apply to each
mernber deemed eligible to receive them. Systematic
control i s characteri sti cs of work organizati on. On the
basis of such system, members of organization or
employees approve on existing rules in authority,
hierarchy and supervision.

Nevertheless, in the operation of such rules and
procedures employed in controlling behavior related
to this work often causes controversy by the effort
of individual to safeguard his stable position and
sati sfi ed status. Employees j ust have two options, com-
plying with the applicable provisions resulting in stress
r isk or making his own self- ident i ty beyond the
applicable rules and creating himself as opposition in
the organization, even though in general not supported
by his superior, such individual will cause work stress.

In the work circumstances, it is not possible to
create absolute condition that may prevent difference
in opinion among employees. The problem causing
stress may come up at any time in the work place,
therefore stress is a common case (Parkinson, 1995:
p.29). In addition, impact of the use of computer is
the riskthat should be suffered by employees, namely
eye trouble because of radiation from ray of monitor
screen.  Th is  i s  the  consequence o f  techno log ica l
advancement, that demands ernployees to be accura-
te and fast in each work process. It is recorded the
prodLrctivity decrease figure around 10 bill ion dollar
in E,urope each year as a result of stress, so it is very
important to understand stress in the work place if
we want to be able to prevent any higher losses.

There are two categories ofwork stressors accord-
ing to Spielberger ( I 99 I ). First, pressure because of
doing such work orjob pressure like overtime, facing
critical situation, and less rest time. Two, lack of
support needed for rnanaging the work well, Iike lack
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of oppoftunity for advancement, lack of superior's
supporl and not suitable equipment.

For auditors, cases related to critical situation have
rarely liappened. However, the job pressure like
overt ime, excessive administrat ive work, t imely
schedule makes the work should be always taken.
Whereas, for employees in treasury unit, job pressure
as stressor often attacks. Doing work full of risk,
problem facing critical situation is not strange to them,
especially at the time they effect transactions over
times in big nominal.

The stressor as a result of lack of support requir-
ed to do the work well in the audit and treasury groups
has same opportunit ies to encounler.

Behavior (type A and type B). Stress under-
gone by individuals has different impact. This depends
on behavior of individLral. Friedman and Kosenman
(in Fontana, I 989) suggest that there are behavioral
patterns, namelytype A and type B. Individual included
under type A commonly has aggressive personality,
very competitive, hurried and irnpatient. Whereas,
fype B individual is likely relax. Type A individual is
often self-conscious of environmental over-burdening,
not often syrnpathetic to himself, but more tolerant
over weaknesses of other person than that of himself.
Individualwith typeA is more l ikely involved in the
work, so that his life aspect is often neglected (Cooper,
e t .a l . ,  1988) .

For an auditor is more likely for type B individual,
who has calrner nature and his life is not hurried by
necessity to take risk at critical tirne daily. Whereas,
treasury group is employees who always have work
pattern that triggers them to pursue success in each
transaction, their performance may be rneasured
quantitatively and easily visible by rnany persons irr
case they fail. Hence, persons working in treasury
section are suitable for individuat oftype A behavior.

Personality. Accordingto Fontana( I 989), human
nerve automatically programs reaction against stress
by fighting back or resorting to flight. Ancient human
being releases energy in the form of physical activities,
among others, engaging in war or flight for self-safety.
Centuries later on, modern human being, though
inheriting hormonal and chemical defense mechanism,
still shows this characteristics. Based on trait theory
individual behavior indicates a consistent trait. This
personalitytrait is sufficiently stable and is psychologi-
cally disposition. In general, personalify trait rnay be
cons idered as  persona l i t y  d imens ion  to  p red ic t
individual, for example, adventurous person may be
traced to h i s basic trait, namely impul sive trait ( Wotman
& Loftus, 1985: p.377-378).

According to Eysenck, personality has two rnain
dimensions. First , f t  is based on neurot ic ism found
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on group person easily disturbed his feeling such
anxious, restless, as well as touchy, in comparison to
emotional stabiliSr, namely calm, reliable and not easily
falling into pieces. Secondly is introvert and ertrovert.
htrovert group is individual prefers isolation, passive,
reserved, careful, and shy. Whereas, extrovert group
is individual who prefers is individual who prefers to
socialize in society, active, impulsive, gregarious per-
sonal ity, and excitement-oriented.

Introvefi-extrovert dirnension rnay be relied to
predict behavior of individuals. Biological basis used
in: introvert individLrals have high excitement levelon
brain cortex and easily aroused by high external
st imulat ion. As a result ,  this individual always seeks
situation that may reduce such stimulation so as not
to be too high; extrovert individuals naturally have
low stimulation in their brain cofiex. As a result. Such
individuals wi l l  seek high st imulat ion outside them-
selves to improve such stimulation r-rp to optimal point.

Relation with this research, tasks in the work
examined have been unique and contrast, so r,vitlr
different personality, it I,vants to know the possibility
of correlation between each group with work stress.
Task of auditor is more oriented to accuracy and calm
situation so as to discover faults in procedure and
fraud that is compatible to introvert inclividLral. On
the other side, treasury section is more suitable to
extrovert individual because every day they should
interact and effect fully risk transaction to enjoy
acknowledgement of good perforrrance.

Locus of control is personality trait that may
decide whether anyone reacts better or less in any
stressful  condit ion. Rotter in the mid 1960-s has
developed this concept. IndividLral with intemal locus
of  cont ro l  be l ieves  tha t  he  h imse l f  may a f fec t
outcome attainment. Howeveq individual under exter-
nal locus of control believes that he himself deos not
have sufficient influence toward the situation, and
believes tlrat any success will be solely detennined
by fate and opporlunity (Cooper, at.al., lgBg). Frorn
education side, individual under internal locus of
control  is of ten related to high motivat ion and
academic success. Several studies on coping ability
and psychological adjustrnent indicate that individuals
under internal locus ofcontrol are not easily worried,
and more able to tackle frustration. Howeveq individu-
als under external locus of control psychologically
appearto unhealthy (Cooper& payne, 1991:p. 17).

It is also added that if individuals have control
over knolvledge on any si tuat ion wi l l  contr ibute
benefit in regulating stress cause from the environ-
ment. Further, several studies prove that in individual
group under internal locus ofcontrol has hard way
of Iife, but rnay maintain healthy Iife, though they often
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have serious stress. Nevertheless, if it is faced with exchange private banks in Jakarta. Technique in

uncontrollable situation by individLral group under samplingemployed is non-probabilityunderpurposive

iltemal locus of control rnay have rnore serious stress sampling method, namely careful effort to obtain

than that individual group under external locus of samples represent ing groups of auditors and

control (Cooper, et.al., 1988: p.56). treasuries. Total samples are 60 persons consisting

Hypothesis 1: there has been effect ofbehavior, of30 persons from auditor group and 30 persons from

personality, and locus of control against work stress treasury group. Total samples are minor because

of employees of audit  sect ion; there has been effect overal l totalauditors of bank have been just2-3%o

of behavior, personality, and locus of controlagainst of total overall employees of the banks, whereas

work stress of employees of treasury section. treasury grollp ranges 1-2oh of overall employees.

Hvpothesis 2: there has been effect of behavior, Research instrument employed is questionnaires.

personality, and locr-rs ofcontrolagainst rvork pressure Data gathering process is done by completing ques-

of ernployees of audit section; there has been effect tionnaires taken by face to face interviews to explain

ofbehavior, personaliry and locus ofcontrol against points of questions contained in the questionnaire.

work pressure of employees of audit section. Points of questions and completion are used to obtain
Hypothesis 3: there has been effect of behavior, data of subject related to demographic factor. To

personaliq', and locus of control against work support measure personality according to Eysenck theory it

of employees of audit section;there has been effect is used questionnaire under differential semantic
of behavior, personality, and locus of control against scale containing interval 1 Lrp to 7. Respondents are
work support of employees of aLrdit section. required to assess his personality under nuance of

Hypothesis 4: there has been difference in work traits described at the pole of scale two.
stress of employees in audit section and treasury Ey,senck extroveft - introveft scale measures

section; there has been difference in work pressure seven matches of contradictory personality traits
of employees in audit section and treasury sectiont placed at both scale ends, namely:
therehasbeendifference in work supporlofemployees l. active €---) ir-ractive
in audit  sect ion and treasury sect ion. 2.  gregarious €---)  resen,ed

Research clesign is non-experimental ,  namely 3. r isk taking e---)  act ingcareful ly

systernat ic ernpir ical  inquiry in rvhich t l ie scient ist  4.  i rnpLrls ive €---)  control led

doesnothavedirectcontroloverindependentvariables 5. expressive €---) inexpressive

(Kerlinger. 1986: p. 348). Thedepenclentvariables are: 6. practical €---) reflective

work stress, r,vork pressure, lackof support. Whereas, 1' careless €---) responsible

indeperrdent variables are behavior, personality, and Behavior scale is used Bortner scale. Such scale is a
locus of control .  cont inuum under inter I  up to 11, mid number is 6.

Subject of this research is employees under type Nurnbers 7 - I 1 tend to be type A, and number I - 5
of assignment as auditor and treasury in three foreign fype B. Bofiner scale has l4 pair of traits placed at

both ends. Such traits are:
€---) timely
€---) competit ive
€---) anticipating opponent
€---) alrvays hr.rrried
€---) impatient
€---) doing many things at one
€---) talk fast

B. prioritize self-satisfied €---) want appreciation by others
9. always slorv €---) always fast
10. act inconsiderably €---) encourage to advance oneself
I  l .  expressir lg one"s feeling +---) hiding one's feel ing
12. interested in ntany things €,--) just interested in work
13.  r ro t  ambi t ious €---) ambit ious
14. relaxed €---) rvants to immediately solve problems

Instrunentsemployedtomeasurelocusofcontrol should be numerated by respondents according to
are simplified Rotter scale. The scale has five ansrver attitLrde tendency against such statement. Statement
categories: highly disagreed ( l) up to highly agreed points are: tlre sociefy is controlled by several persons
(5).  Rotter scale consists of lo statement points that in poweq so that people cannot do much;anyone's

l .  unt i r r ,e ly
2. uncompetit ive
3. good l istener
4. urrhurried
5. calnr
6.  do ing one by one
7. talk calmlv



3O ZAINUDIN

success is determined by the situation of "the right
place at the right time"; there is stil l always incidence
of work relation dispute instead of attempt to prevent
it; politicians just in principle pursue self-interest
and inflexible, so it is impossible to change politicians;
what happens in life has been power of nature (natur-
al); human being is in principle lazy,so it is useless to
spare time to change it; I do not see direct relation
between work hard and people's evaluation toward
work achievement; leadersh ip trait has been talent; I
believe that lucky and opportunity is decisive thing in
my life; though person is trying to control events by
taking part in social activities, but in reality, most
subject to force incomprehensible and uncontrollable.

Work quest ionnaires employ scale used by
Spielberger. In this scale, the stressor measured in
the f i rst  part  as wel l  as the second gauge each
identically containing 30 stressor points, namely:
L tasks perceived as unsuitable
2. overtime
3. lack of opportunity for advancement
4. task in new work is not known
5. colleagues do not want to do their tasks
6. lack of support  of  superior
7. facing critical situation
8. good work gets no acknowledgement
9. doing work beyond task
10. inadequate or not good equipment
I l. getting task under bigger responsibility
12. times where there have been no activities (slack)
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hard to socialize with superior
e x p e r i e n c i n g  n e g a t i v e  a t t i t u d e  t o w a r d
organization
less and less employees in handl ing dut ies
adequately
making decision on the spot at criticaltime
personal insult from customers
lack of opportunity to participate in decision-
making
inadequate income
competition for advancement
bad and inadequate supervision
noisy work place
disruption often happens
change often happens between boring activity
and the chal lenged one

25. excessive paper work
26. should meet deadl ines
2l . lack of lunch rest hour
28. doing the work for other employee
29. under motivated colleagues
30. conflict with other section.

To test hypotheses 1 (1-2) up to 3 ( l -2) wi l lbe
done by rnult ip le-regression analysis.  Test ing of
hypothesis 4 ( I -3) will employee t-test.

RESULTS AND DISCUSSION

Characteristics of respondents could be viewed
in the fol lowine Table l .

15 .

t a
l J .

t4 .

16 .
11 .
18 .

19.
20.
21 .
22.
23 .
24.

Table l .  Respondent characterist ics in three private banks in Jakarta

Cha racteristics Bumi Putera Niaga Total

Male

Female

Audit

Treasury

<25 years

25-29 yean

30-J5 yean

35-39 yean

4049 yean

Married

Single

DII I

S I

r0  ( t6 .66%)
t0  ( t6 .66%)

r0 (  I  6.66%)
r 0 ( 1 6 . 6 6 % )

l 0 ( 1 6 . 6 7 ' Z o )

4 (6.670h)

5  (8 .33%)

r ( r . 6 6 % )

9 (  I5 .0%)
r  r  (  18 .34%)

3 (5.0%)

t4 (23.33%)

t0 (16.66%)

l0 (  r6.66%)

t0  ( t 6 .67%)

t0  ( t 6 .67%)

7  (n .67%)

5 (8.3396)

6  ( r0%)

2 (3.33%)

t6 (26.66%)

4 (6.67%)

1(6.66%)

t3  (2 t . 67%)

8  (  r 3 .36%)

t2 (20.0%)

t0  ( t 6 .67%)

t0 (16.67%)

|  (1.66%)

r  r  (  18 .34%)

2 (3.33%)

5 (8.33%)

|  (1 .67%)

7  ( r . 66%)

t3 (21.67%)

28 (16.680/o)

32 (s3.32%)

30 (50%)

30 (50%)

|  ( t .66%)

28 (46.68%)

r  r  ( r8 .33%)
t6 (26.66%)

4 (6.66%)

32 (53.32%)

28 (46.68%)

7 ( | .66%)

43  (7 t . 67%)l6 (26.67vo)

FromTablel above,itisknowntotalmalerespon- dents have been 28 persons (46.68%) and female



Vol.  5.  2005

respondents 32 persons (53.32%). Whereas, based

on age, the biggest respondents are in age group of
25-29 years, namely 28 persons (46.68%). Based on
education level, most respondents are of S I degree,
nanrely 43 persons (71.67%). Complete data may
be viewed in Table 1.
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The mean size for each variable is presented
Table2, where behavior variable has minimum score
of 1.43 and maximum score 8.93 under mean 5,852.
On personality variable, minimum score is 1.43 and
maximum score 6.14 under rnean 3.7858. For other
variable. i t  could be viewed in Table 2.

Table 2. Descript ive Stat ist ics

Va ria bles N Min imum Maxintum Mean Std. deviat ion

Behaviot '

Perso nal i t l

[ .ocus o1'cottt t 'ol

Wol'k stfess

\l'olk Pressure

Lack ofsupport

6()  r .43

60 1..13

60 1.00

60 2.50

60 2.53

60 0.i3

8.93

6 . 1 4
.1.80

8.95

9.'13

8. 83

5.8502

3.785 8

2.8167

5.'7662

59490

5 .58 l  8

t .66t49

1.24097

I  .035 83

r .55738

1 . 5 1 5 4 7

2.46601

Frorn rel iabi I ity test result (by way of comected item-
total correlation)against all question points totaling 9 I
points, it obtains result that all points have correlation
above 0.254.Th is rneansthat al I questions may be used.
Meanwhile, forbehavior variable, reliability score using

Cronbach Alph4 it obtai ns resu lt of 0. 8246. For persona-
lity variable, its reliability score is 0.8170. For locus of
controlvar iable, i t  obtains rel iabi l i ty score ofO.9160.
Mean while, on work stress on stress quantity, it obtains
reliability score of 0.9404. and the score of stress
frequency is 0.9824.

Table 3. Mult iple-regression calculat ion result of behavior, personali ty, locus of control against
work stress of employees in audit section

N{odel Beta Std stg

Beh av kr r

Pelsonali t l

Locus ofcontrol

0..169

0.063

0.-184

1.5 5.1

0.664
,1.663

0. rJ78
0.001
0 . 5 1 3
0.001

29. l{r0

In Table 3 above, it could be seen that this research
tests effects of behavior, personality, locus of control
against work stress of ernployees in aLrdit section.
This research explains that work stress variable is
affected by independent variable under R of 87 .8oh.
This means that around 81 .6% of independent vari-
able affects work stress of ernployees in audit sectiou

and around 12.2% work stress of employees in audit
sect ion is affected by other factors outside the
independent variables. Seen from its significance
score, this testing indicates rejecting Ho or accepting
Ha.  I t  means independent  var iab les  (behav io r ,
personality, and locus ofcontrol) significantly affects
work stress of ernployees in audit section.

Table 4. Mult iple-regression calculat ion result of behavior, personali ty, locus of control againsl
work stress of employees in treasury section

sigTBetr StdModel

Behavior

Pcrsonaliq'

Locus  o fcont lo l

0.552
0.328

0.382

3.95_s
2..1 l5

2.789
0.729

0.001

0.029
0.010

55.492

In Table 4above, it could be seen that this researclr
tests effects of beliavioq personality, locus of control
against work stress of employees in aLrdit section. This
research explains that work stress variable is affected
by independentvariable underR of 72.9%. This means
that around 72.9% of independent variable affects

work stress of employees in treasury section and
around2J . 1 0% work stress of emp loyees in audit section
is affected by other factors outside the independent
variables. Seen from its significance score, this testing
indicates rejecting Ho or accepting Ha. It means
independent variables (behavior, personality, and
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locus ofcontrol)significantly affects work stressof employees in treasury section.
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Table 5. Mult iple-regression calculat ion result of behavior, personali ty, locus of control against

work pressure of employees in audit section

Mode l Beta Std t slgR

Behavior'

Personalitl'

Locts ofcontrol

0.535
0 .0 r6
0 .21  I

2 .7  t 3

0 .166
1.069

0.699
0.0t2
0.909
0.295

8.2'71

In Table 5 above, it cor-rld be seen that this research
tests effects of behavior, personaliry locus of control
against work pressure of employees in budit section.
This research explains that work pressure variable
is affected by independent variable under R of 69.gyo.
This means that around 69.9% of independent
variable affects work pressure of employees in audit

section andaround30.l % work pressure of employees
in audit section is affected by other factors outside
the independent variables. Seen from its significance
score, this testing indicates rejecting Ho or accepting
Ha. I t  means independent var iables (behavior,
personality, and locus of control) significantly affects
work pressure of employees in audit section.

Table 6. Mult iple-regression calculat ion result of behavior, personali ty locus of control against
work pressure of employees in treasury section

Mode l Beta Std T s igR

Behavior'

Personaliq,
Locus ofcontrol

0.593
-0. | 73
0.2t0

4 .0 t9
- 1 . 1 5 8

t.452
0.691

0.000

0.257
0 . r 5 8

'7.916

In Thble 6 above, it could be seen that this research
tests effects of behavior, personality, locus of control
against work pressure of employees in audit section.
This research explains that work pressure variable
is affected by independent variable under R of 69.1yo.
This means that around 69.1% of independent vari-
able affects work pressure of employees in treasury

section and around 3 0.90% work pressure of employees
in audit section is affected by other factors outside
the independent variables. Seen from its significance
score, this testing indicates rejecting Ho or accepting
Ha. I t  means independent var iables (behavior,
personality, and locus ofcontrol) significantly affects
work pressure of employees in treasury section.

Table 7. Mult iple-regression calculat ion result of behavio[ personali ty, locus of control against

work support of employees in audit section

Model Betr Std s tgT
Behavior

Personaliq,
Locus ofcontlol

0.236
0.091
0.625

1.456
0.809
3.846

0 . 1 5 7
0.426
0.001

|  6 .1390.808

In Table 7 above, it could be seen that this research
tests effects of behavior, personality, locus of control
against work support of employees in audit section.
This research explains that work pressure variable
is affected by independent variable under R of 80.8%.
This means that around 80.8% of independent
variable affects work pressure of employees in audit

section and around 19.2% work support of employees
in audit section is affected by other factors outside
the independent variables. Seen from its significance
score, this testing indicates rejecting Ho or accepting
Ha. I t  means independent var iables (behavior,
personality, and locus of control) significantly affects
rvork support of employees in audit section.

Table 8. Mult iple-regression calculat ion result of behavior, personali ty, locus of control against
work support of employees in treasury section

Mode l Betn Std T srg
Behavior

Personalitl'

Locus ofcorttt'ol

0.326
0.5 t  I
0.346

2.208
3.407
2.3882

0.036
0.002
0.021

0.690 7.885
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In Table 8 above. it could be seen that this research
tests effects of behavior, personality, locus of control
against work pressure of ernployees in audit section.
This research explains that work support variable is
affected by independent variable under R of 69.}oh.
This means that around 87 .6% of independent vari-
able affects work pressure of employees in treasury

Business and Entreprenettrial Review 33

section and around 31.0% work support of employees
in audit section is affected by other factors outside
the independent variables. Seen from its significance
score, this testing indicates rejecting Ho or accepting
Ha. I t  means independent var iables (behavior,
personality, and locus ofcontrol) significantly affects
work support of employees in treasury section.

Table 9. Test-t  result for work stress, work pressure, and work support in audit and treasury groups

Audit

Mean St.Dev St,Error

Treasury

Mean St.Dev St.Error Sig.
Wolk stress 1.9480

Work plessule 5.989'7

\\ 'ork support 3.9050

r .2.1866
| .2 t7 ,18
2.01608

0.2271)'1

0.22228

0.i6808

6.5 84 l

5 .9081

7.2581

r .4 l08 l  0 .25758

1.785 l6 0.32592

1 .5780 t  0 .28810

-4.'7 5'7 0.000

0.206 0.837
-7.175 0.000

Data in Table 9 presents test result on difference
befween employees in aLrdit group and treasury group
on work stress, work pressure and work support.
The result indicates on work stress variable, it obtains
significant testing, meaning rejecting Ho, it means
there has been difference in work stress between
employees in audit group and treasury group. It
obtains mean score of 6.5843 on employees in
treasury, lvhile the mean score of 4.9480 in audit
group. Test result on work pressure variable appears
insignificant, so that it fails to reject Ho. It means
there has been no di f ference on work pressure
between audit employees and treasury employees.
Test result on work support, there has been significant
difference between employees of audit and treasury
sections. Mean score orr work pressure is higher on
employee in treasury section tlran that of employees
in audit section.

CONCLUSION

Testing over research problem indicates that ( l )
personal characteristics (behavior, personality and
locus of control)  af fects lvork stress of bank
employees, especially in audit and treasury sections;
(2) personal characteristics (behavioq persorrality
and locus of control)  s igni f icant ly affects work
s t ress ;  (3 )  persona l  charac ter is t i cs  (behav io r ,
personality and locus of control) significantly affects
work pressure; (4) personal clraracteristics (behavioq
personality and locus of control) significantly affects
work suppoft; (5) there has been difference in work
stress and work supporl between employees in audit
section and treasury section as reflected in score p
<0.05, but there has been no difference on work
pressure between employees in aLrdit and treasury
sections.

Managerial implication. This research is res-

tricted only on three banks in Jakarta (Bumi Putera,
Niaga, and HSBC), under total respondents of 60
persons, then this research slrall apply in general, but
it is just restricted to the three banks. Managerial
implication of the finding of this research is (l ) the
board of commissioners and the board of directors in
the company should take into account the strong
effect ofpersonal characteristics against work stress
of employees; (2) it should be taken concrete efforts
in  hand l ing  work  s t ress  o f  employees ,  so  tha t
employee's stress may be minirnized and effectively
tackled.

RBFERENCES

Adam Barsky, Carl  J.  Thoresen, Christopher R.
,Warren, Seth A. Kaplan, 2004. Model ing
negat ive affect iv i ty and job stress: a
cont ingency-based approach. Journal of
Organizational Behavior. Chichester. Vol. 25, Iss.
8;p.915 (22 pages).

Anat Drach-Zahavy. Anat Freun d, 2007 . Team
effect iveness under stress: a structural
cont ingency approach. Journal of
Organizational Behavior. Chichester. Vol. 28, Iss.
4;p.423.

Cooper CL. And Payne R.. 1998. "Personality and
stress: Individual dffirences in the stress
process". England: John Wiley & Sons, pp.l4-
t1

Deondra  S Conner ,  Scot t  C  Doug las ,  2005.
Organizationally-induced work stress ; The
role of entployee bureaucratic orientation.
Personnel Review. Farnborough. Vol. 34, Iss.
2 ;p .210 (  l5  pages) .

Ira J Morrow, 2006. Handbook of Work Stress.
Personnel Psychology. Durham:Spring. Vol. 59,
Iss. l ;p.264 (3 pages).



34 ZAINTIDIN

Kevin Daniels, 2006. Rethinkingjob characteristics
in work stress research. Human Relations. New
York. Vol. 59, lss. 3;p.261 (.24 pages).

Maria Michailidis, Yiota Georgiou, 2005. Empktyee
occupat ional .stress in hctnking. Work.
Shannon. Yol.  24. Iss. 2;p. I  23.

Marshall Pattie, 2006. Making a di/ference in the
workplace; Future directions in diversity, IP(

Business and Entrepreneur ia l  Revievt

and occupational stress. Equal Opportunities
International. Patrington . Yol. 25, Iss. 3 ;p.2 I 9.

Su-fen Chiu, Miao-Ching Tsai, 2006. Relationships
Among Burnout,  Joh Involvement,  and
Organiza-tional Citizenship Behavior. The
Journal of Psy-chology. Provincetown. Vol. 140,
Iss .  6 ;p .5  l7  (14  pages) .


