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Abstract—With the advent of new technologies, factors relate
mental health in e-workspaces are taken into censibn more than
ever. Studies have revealed that one of the facéfesting the
productivity of employees in an organization is wgational stress.
Another influential factor is quality of work lifehich is important in
the improvement of work environment conditions anganizational
efficiency. In order to uncover the quality of wdrfe level and to
investigate the impact of occupational stress oalityuof work life
among information technology employees in Iranr@ss-sectional
study design was applied and data were gatheredg usi
questionnaire validated by a group of experts. fEselts of the study
showed that information technology staffs have agerevel of both
occupational stress and quality of work life. Ferthore, it was
found that occupational stress has a negative impaauality of
work life. In addition, the same results were obedr for role
ambiguity, role conflict, role wunder-load, work-gac work
repetitiveness and tension toward quality of wafi INo significant
relation was found between role overload and qualitwork life.
Finally, directions for future research are progbaed discussed.

A. Occupational Stress

Occupational stress is a widespread constructiarevjob-
related issues interact with the operator to eittv@nance or
disrupt the physiological or psychological condigd [4].
Researchers have examined occupational stress hroad
range of professional groups; for instance: pilatsyses,
accountants, teachers, university staff and masaggrnt lack
of considerations on investigating the occupatiostikss
among information technology staff is observed [Lhong
and Yap state that although usually managers aareawnf
high turnover and workforce shortages of IT staffew know
that the major source of high turnover and jobatisfaction is
occupational stress. They also mention that onth@fmain
reasons why there is little research on the effeats
occupational stress on IT staff is due to unawaem this
group with the consequences of occupational stress
organizations [5]. The harmful effects of occupasibstress
are known as key problems for either
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|. INTRODUCTION

the burn-out, risk of accidents and illnesses liper-tension,
coronary heart disease and severe depression [6].
organizations, stress related problems cause poalityy of

I NFORMATION technology (IT) is a dynamic workspace and #erformance, lower job satisfaction, high turnovend

novel and high-growth industry of the future [1]n®of the
fastest growing professions in the current worki@mment is
the field of information technology. The numberaoimputers
in the world is now reaching to one billion wheréas number
of IT staff joining the field is declining fast. Beau of Labour
Statistics has estimated about 1.6 million newdbsj would
be created from 2004 to 2016 [2]. As of IT staffinstantly
sitting on the chair for several hours and workisigh the
computer or laptop and sometimes without being aicqed
with healthy and ergonomic tips may cause harstinsemong
IT staff. Additionally, if they do not possess scifnt skills to
carry out the given job, it becomes a stressfutdam for IT
staff to perform the task in given time [3].

In the followings, literatures review about occupaal
stress and quality of work life (QWL) as long a® tjoint
researches with information technology are examamadithen
the hypotheses of the research are proposed.
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increased work absence [7].

B. Quality of Work Life

In an organization, a high level of quality of wdlife is
necessary to continue to attract and retain empkyé]. So
far, different researchers have presented divezfiaitions of
QWL [8]. Quality of work life is mainly defined dsatisfying
an employee’s needs via the resources, activitidatcomes
that arise from involvement in the workplace” [®ethinam
and Ismail [10] reviewed different researches alfgdinitions
and constructs of QWL and designated that quafityask life
is a multi-dimensional construct and is made ofuaniper of
inter-related factors. Normala [11] proposes tha¢ tkey
constructs of QWL are higher payment, job seculitytter
reward systems, growth opportunity and particigatiroups
among others. Timossi et al. [12] state that adogrdo the
Walton’s QWL model [13], the QWL is getting impontaas a
way to save human and environmental values whigke baen
ignored in favor of technological
economic growth and productivity. QWL has been fbia
influence the intention of quitting the job [14]. dvk
importantly, various studies on work life confirhat what
happens in the workplace has considerable influeoce
individuals and their families [15]. So it is vita enhance the

(e-mailQWL in order to reduce the negative effects of Io@aVL

levels.

employees or

advancement ofe th
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The purpose of this research is firstly, to uncaver level
of QWL of the IT personnel in Iran, and seconddyekamine
the impact of occupational stress on QWL whileitgsthe
hypotheses shown in fig. 1. For instance, hyposh&sstates
that occupational stress has a significant negagifect on
QWL.

H1

Occupational Stress Quality of Work Life

Role Ambiguity Adequate and Fair Compensatign

H2
Safe and Healthy Work

Role Conflict Environment

H3
Growth and Security

Role Overoad H4

Constitutionalism

//
i

H5

Role Under Load
Social Relevance

—/

H6

seven variables (table 1); (c) QWL questionnairestigped by
Walton [13]. The Cronbach’s alpha for the occupadicstress
guestionnaire is 0.74 (35 questions) and 0.88 faWLQ
guestionnaire (24 questions).

C.The Occupational Stress Questionnaire

Items measuring the occupational stress were defioen
an extensive review and examination of the litewaton
occupational stress, investigating different octigpal stress
models and interviewing with experts. Then the tjoesaire
was validated by a group of IT, psychiatry, psyolgl and
social science experts. Occupational stress wasllyfin
measured using a seven-item scale. Table 1 deratesstihe
variables of the occupational stress model.

TABLE |
THE VARIABLES OF THEOCCUPATIONAL STRESSMODEL

Work Pace )
H7 TotalLife Space

\

Repetitive Work

H8
Work Tension

TG

Fig. 1 The Model of the Research

The findings of the current study may be used tmppse
potential management strategies to attenuate tlyatine
effects of occupational stress on the QWL of ITifstin e-
workspaces.

Il. MATERIALS AND METHODS

A. Research Design and Sample

Respondents of the study were information technotigffs
working in an e-workspace in an information teclogyl
research institute in Tehran, Iran, who were degaluith 1T-
related products and services (a total of 168 mdpats).
Information technology is the major part of theipfessional
workday. A cross-sectional study design was appdied the
respondents of the research filled-in the questornusing a
five-point response scale (I: | strongly disagrée] strongly
agree). Twelve items of the questionnaire were thegg
scored, requiring the reversal of the scoring patt6].
Respondents were informed that the questionnaiiésbes
kept confidential.

B.Measures

Data were gathered using electronic methods toecwll
demographic data and measure indicators of ocaupmti
stress and QWL: Microsoft Excel® based questiornaird an
online form-based questionnaire. E-mails were genthe
respondents asking to either fill out the Excelstiomnaire or
the online one. Two reminding e-mails were serihexsecond
and forth weeks.

The questionnaire of the research is based onu@dtipns
concerning the demographic characteristics suchages,
gender, work experience and education; (b) an umnt
developed by authors to measure occupational strelsgling

Variable Definition Constructs of Variables
| l Role ambiguity “a lack of clear goals and
clantly in the behavno’ral from the 14-item role
requirements of one’s T
— job” [17] ambiguity and role
pmentof Human H 3
Role conflict “the extent to which a conflict scale firstly

presented by Rizzet al.
[17] and applying six
item reversals proposed
by Howellet al. [16].

person experiences
pressures within one role
that are incompatible with
the pressures that arise in
another role” [18]

Six items to measure this
construct developed by
Harris and Bladen [20]

Work overload happens when “job
demands exceed an
individual's ability to deal

with them”[19]

Five items to measure
this construct developed
by authors

Work under load  happens when “work-
related demands are too
low so that they do not
sufficiently challenge the

individual” [19]

Work pace the speed of which an Four items to measure
operator works this construct based on
Stranks[21]
Work the degree of which a Four items to measure
repetitiveness work is repeated in a time this construct according
scale to Stranks [21]
Job tension “an affective state The seven-item job

resulting from an tension scale [23], two
individual's feelings items were dropped in
associated with perceived validity test.

negative consequences of

role perceptions[22]

D.The Quality of Work Life Questionnaire

The Walton’s QWL questionnaire [13] was translaieitd
Persian, adapted to the Persian context and tHelatead by a
group of IT, psychiatry, psychology and social sce experts
to elicit feedbacks. The QWL questionnaire consifts24
items and measures eight dimensions of: “Adequatk fair
compensation, safe and healthy work environmentytr and
security, constitutionalism, social relevance, Itdife space,
social integration, development of human capacities

IIl. RESULTS

All of the 168 questionnaires were valid; none despped
for data analysis. About 58 percent of the respotslevere
women; majority had 3 to 5 years of work experie(8@96).

1915



International Journal of Business, Human and Social Sciences

ISSN: 2517-9411
Vol:6, No:7, 2012

More than half of the respondents were betweeno285t
years old (55.9%); 25% were aged less than 25 yadrand
the remaining respondents (19.1%) were over 36.eMban
88% were having higher education (undergraduatedigte
and PhD degrees). Majority of the respondents (8%.thad
not passed any stress management courses. Othegi@ghic
characteristics are shown in table II.

Quality of Work Life

Mean 73.70
Std. Deviation 13.30
Minimum 37.0
Maximum 120.0
Range Num. (%) Mean/SD
24 to 55 (Low) 13 (7.74%) 47.15 (5.20)

TABLE Il 56 to 87 (Medium) 131 (77.98%) 72.38 (7.53)
THE DEMOGRAPHICS OF THERESPONDENTS — 88 to 120 (High) 24 (14.29%)  95.50 (7.58)
0 .
Category Num. % Percent
Gender The Kolmogorov-Smirnov test results are shown bigal.
'l‘:":r'neale ;g gé-; : This test confirms the type of correlation tests¢capplied.
Age (in years)
<25 42 250 250 TABLE IV
26 to 3t 94 55.¢ 80.¢ THE RESULTS OF THEKOLMOGOROV-SMIRNOV TESTS i
36 to 4t 29 177 98 2 Variable Kolmogorov- Sig.* Correlation
>46 3 1e 10C - Smirnov (Z Type
Work Experience (in yeal Occupational 0.729 0.633 Pearson
<2 47 28.0 28.0 Stress
3t05 50 29.7 57.7 Role Ambiguity 1.359 0.050 Spearman
6108 22 131 70.8 Role Conflict 1.362 0.049 Spearman
91011 21 125 833 Role Overloa 1.02¢ 0.242 Pearso
over 12 28 16.7 100 Role Unde-loac 1.42¢ 0.03¢ Spearma
Educational Levi ’ Work Pac 1.50¢ 0.021 Spearma
College 19 113 112 ‘é’o”‘t,t. 1614 0.011 Spearman
Undergraduate (Bachelor 94 55.¢ 67.2 epetitiveness
Graduate (Master 48 28.€ 95.¢ Work Ten5|on_ 1.913 0.001 Spearman
PhE 7 45 10¢ * p<0.05 (2-tailed)
Passed Stress Management Course?
Yes 25 14.9 14.9 Table V depicts the results of the hypotheses .t€ftthe
No 143 85.1 100 ; . ;
Education associated with profession? eight hypotheses, gll were confirmed by data amakgscept
Yes 136 80.9 80.9 the fourth hypothesis.
No 32 19.1 10C TABLE V
Total 16€ 10C R THE RESULTS OF THEHYPOTHESESTESTS
Hypothesis Variable: PC / tsal |?ec§)% Test
The occupational stress and QWL levels of the nedpots Num. 1 2 sC . Result
are demonstrated in table 3. The mean occupatisinass } - )

. . . . Occupational Negative
level (103.03) is positioned in the medium occupdl stress H1 Stress QWL 0-147 0.000 i hact
range which shows the average occupational stregsl | i _
among the IT staff. There are only 2.98% with high H2 Eg}'giguity QWL 046  0.000 '\:ﬁlgpfg'c‘;e
occupational stress level and 7.74% with low octiopal 9
stress_ level. Slm_llar to occgpatlonal stress lesgan QWL H3 Role Confict  OWL 016  0.038 Negative
level is located in the medium QWL range and only4% 0 Impact
suffer from low QWL level. -

H4 Work QWL 009 0243 No
TABLE Il Overload 1 Impact
THE OCCUPATIONAL STRESS ANDQUALITY OF WORK LIFE LEVELS Work Under- - Negative
Num. Valid: 168, Num. Missing: 0 HS load QWL 0-328 0.000 Impact
Occupational Stress i Negafi
egative
Mean 103.30 H6 Work Pace QWL 0.427 0.000 Impact
Std. Deviation 12.20 Work _ Negative
Minimum 65.0 H7 Sepetmvenes QWL 0.532 0.000 Impact
Maximum 135.0 _
. Negative
Range Num. (%) Mean/SD H8 Work Tension QWL 0.731 0.000 Impact
351081 (Low) 13 (7.74%) 76.00 (6.55) *PC: Pearson Correlation, **SC: Spearman Correfgtit*p<0.05 (2-
: 100.52 tailed)
82 to 128 (Medium) 150 (89.29%) Z
(11.70 IV. DISCUSSIONS

129t0 175 (High) 5 (2.98%) 132.40 (3.36)

This study tried to investigate the level of QWLdan
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examine the impact of occupational stress on quafitwork
life among information technology staff. Eight hypeses
were designed to test the hypotheses using eiteéarsBn or
Spearman tests. Of the eight hypotheses, sevensupported
by data.

H1: Occupational Stress and QWL

The negative impact of occupational stress on QWL
supported by data (PC = -0.471, Sig. =0.000, p30.0&e
same as previous researches [24]-[25]-[26] a negati
relationship is approved between these two variablehe
results are also in accordance with the resultsemted in
table 3. According to the findings of the first logpesis,
organizations can take different actions to rechamaipational
stress and enhance QWL level. Stranks [21] suggesis
actions to be taken in organizations to deal witbupational
stress: a) prevention and b) management of ocanzti
stress.

H2: Role Ambiguity and QWL

Role ambiguity is found to have a negative impactQwL
(SC = -0.469, Sig. =0.000, p<0.05). The same figdivas
approved among Chinese teachers stating that tisera
negative relation between role ambiguity and quadit life
[27]. Regarding the role ambiguity definition prets by
Kahnet al. [28]; “the single or multiple roles that confrathie
role incumbent which may not be clearly articulatederms
of behaviors or performance levels”, the not clearticulated
role is in contrast with constitutionalism variabdé QWL.
This may interpret the negative impact of role agufty on
QWL. Consequently, in order to enhance the QWLI|estear
and unambiguous roles must be defined in organizsiti

H3: Role Conflict and QWL

Olsen and Near [29] have investigated this relatim
among new employees in universities. As they halge a
stated, role conflict has a negative effect on Q{®C = -
0.160, Sig. =0.038, p<0.05). Van Sellal. [30] define role
conflict as “inconsistency of expectations assedatith a
role”. According to this definition and consistewith the
findings of hypothesis three, defining apparentuaate and
obvious roles in organizations can reduce role laisfand
thus improve QWL level [31].

H4: Work Overload and QWL

No significant relation is found between work owead and
QWL (PC = -0.091, Sig. =0.243, p<0.05). Unlike firelings
of hypothesis four, in a study among Chinese teachbe
relation between work overload and quality of [[@OL) was
examined and a negative relation was found [27thdlgh
these findings give the impression of no consistehat some
points have to be considered: a) Yaagal. [27] have
investigated quality of life while this researchshexamined
QWL and b) this research is being conducted amangtaff
whereas they have worked on teachers.

As a result of work overload, staff may need to knonger
times and consequently get an increment in paynfient
working overtimes. This may enhance the “adequate fair
compensation” factor of QWL. On the other hand, kmander

load brings boredom, extreme attention to detaitsiaolation
[21] which reduces QWL. If one is busy with workesload,
he/she does not have the characteristics of themboeworks
in an under-load condition. In addition, Lee and nyd32]
state that by increasing the work load, QWL of esarsvill
diminish. So it seems that further researches @ ifisue
needs to be conducted.
' H5: Work Under-load and QWL

The same as Yang al. [27], work under-load is observed
to have a negative impact on QWL (SC = -0.283, Sg000,
p<0.05). As a result, if ones’ work under-load @irg high,
the level of QWL will decrease. As stated earligork under-
load has negative consequences [21] which appgrentl
decrease QWL level. So, in order to increase thelL Q&\Vel,
job should be redesigned to benefit more from warkimes.

H6: Work Pace and QWL

Carayon and Hajnal [33] have found a negative impéc
work pace on QWL among those who work with personal
computers. The same result has been found in thentu
research (SC = -0.274, Sig. =0.000, p<0.05). Theentbe
work pace is, the less the time is consumed tooparthe job
and the less relaxation is in the workplace. Timdnstrates
the negative impact of work pace on QWL. Considgitime
work pace, Stranks [21] suggests that in leastscdse speed
of work should be tuned with machines. In this cabe
operator or staff is not fully independent in hangllithe job
and this changes the work pace and consequentligesdhe
QWL level.

H7: Work Repetitiveness and QWL

Work repetitiveness is found to have a negativeotfbn
QWL (SC = -0.325, Sig. =0.000, p<0.05). SimilaiBybbaet
al. [34] have investigated the repetitive work in thank
industry. They demonstrate that repetitive work hagative
consequences on QWL. Considering the work repetiggs
variable, managers can benefit simple techniquesower
work repetitiveness and increase QWL: a) job repesd
decrease repetitive work and increase flexibilitywork; b)
implementing job enrichment programs and c) beingfitrom
job rotation techniques [21].

H8: Work Tension and QWL

The negative impact of work tension on QWL is appid
by data (SC = -0.317, Sig. =0.000, p<0.05). Setaal. [35]
note that inappropriate organizational processemiversities
lead to work tension which increase occupationadsst and
reduce QWL level. The same findings were presebyeossi
et al. [24]. Along with hypothesis eight, work tensioanclead
to functional and non-functional responses [36] athboth
reduce the QWL level.

V.LIMITATIONS AND DIRECTIONS FORFUTURE RESEARCH

Some of the limitations must be considered withie t
research. First, the number of participants in #iigly (the
sample size) was 168. As the number of staff exseenbre
exact results would be reached. So the resultheofdésearch

1917



International Journal of Business, Human and Social Sciences
ISSN: 2517-9411
Vol:6, No:7, 2012

should be interpreted cautiously. Secondly, as
guestionnaire of this study was online and eledattowright
[37] negotiates the negative and positive pointsapplying
online questionnaires. Along with the positive gsiflower
costs, lower time, etc.), the negative points (latlaccess to
guestionnaire everywhere, not to be familiar withlire
guestionnaires, etc.) must also be considered[3]]-

Since the occupational stress model was developettheh
authors and due to the limitations stated above,isit
recommended to apply the findings of this reseaigtantly.
More than that, according to the findings of Yaaal. [27]
and hypothesis 4, it is suggested to further ingast the
impact of work overload on QWL deeper.
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