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Introduction
Workplace stress is not simply a feeling located inside an employee. It develops through the
relationship between job demands, available resources, organizational practices, individual
circumstances, and the meaning employees assign to their work. The original essay identifies stress
and workplace environment as related topics and proposes a nonexperimental qualitative study. It
also says that no sample will be required and that the design will test a correlation, which is
methodologically inconsistent. A correlation requires quantitative measurements from a defined
sample, while a purely qualitative study explores experience rather than calculating the strength of
association. This revised research plan uses a cross-sectional, nonexperimental correlational design
supplemented by a small qualitative component. The primary purpose is to examine whether adverse
psychosocial working conditions are associated with higher perceived stress and poorer mental
wellbeing. The study cannot prove causation, but it can identify patterns, test a clearly stated
hypothesis, and generate practical recommendations for organizational prevention.

Research Problem
Employees may experience high workload, low decision control, unclear roles, inadequate staffing,
bullying, job insecurity, unfair reward, poor supervisor support, and conflict between work and
personal responsibilities. These conditions can contribute to emotional exhaustion, sleep problems,
anxiety, depression, reduced engagement, absence, and turnover. Organizations often respond by
offering individual resilience training while leaving excessive demands unchanged. A research design
should therefore measure both the employee’s stress response and the features of the work
environment that may produce or reduce it. The problem is not whether all work is stressful. The
problem is which organizational conditions are associated with harmful and persistent stress in a
particular workforce.

Purpose of the Study
The study will estimate the relationship between psychosocial work environment and perceived stress
among employees in medium-sized service organizations. It will also examine whether supervisor
support and job control are associated with lower stress after accounting for workload, work hours,
and selected demographic variables. A limited interview component will explore how employees
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interpret the most important sources of pressure and which organizational changes they believe
would be useful. The purpose is explanatory and practical rather than diagnostic. The study will not
determine whether an individual has a mental disorder, and managers will not receive identifiable
health information (Martin et al., 2016).

Research Questions
The first research question is: What is the association between adverse psychosocial workplace
conditions and employees’ perceived stress? The second asks whether job control, supervisor
support, and coworker support are associated with lower perceived stress when workload and work
hours are considered. The third asks whether perceived stress differs across departments or
employment arrangements. The qualitative question is: How do employees describe the
organizational situations that increase or reduce their stress? These questions are connected but
distinct. Quantitative analysis estimates patterns across the sample, while interviews add context
about processes that a numerical score may not capture (Cohen et al., 1983).

Hypotheses
The primary hypothesis is that employees reporting higher job demands, role conflict, insecurity, and
workplace incivility will report higher perceived stress. A second hypothesis is that greater job control
and stronger supervisor support will be associated with lower perceived stress. A third hypothesis
proposes that social support will moderate the relationship between job demands and stress, meaning
that the association will be weaker among employees who report stronger support. The null
hypotheses state that these variables have no statistically detectable association in the sampled
population. Because the design is observational, even significant results will be described as
associations rather than proof that one variable caused another.

Conceptual Framework
The job demands–resources model provides a useful framework. Job demands are aspects of work
that require sustained effort, such as workload, emotional demands, time pressure, and conflict. Job
resources help employees accomplish tasks, reduce demands, or support growth; examples include
autonomy, feedback, staffing, fairness, and support. High demands can contribute to exhaustion,
particularly when resources are inadequate. Resources may also promote engagement. This
framework improves the original study because it prevents stress from being treated as one vague
condition. It identifies measurable organizational features and suggests interventions that extend
beyond teaching employees to cope (Bakker & Demerouti, 2007).
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Research Design
The primary design is cross-sectional and correlational. Participants will complete a confidential
survey during one defined data-collection period. No variable will be manipulated, and employees will
not be assigned to stressful or nonstressful conditions. The design is appropriate because deliberately
exposing workers to harmful conditions would be unethical and because the study seeks to describe
naturally occurring differences. A qualitative descriptive component will use semistructured
interviews with a smaller voluntary group. This combination is sometimes described as a convergent
mixed-methods design when quantitative and qualitative findings are collected within the same phase
and interpreted together.

Why the Study Is Nonexperimental
An experiment requires manipulation of an independent variable, random assignment, or another
strong method for creating comparable conditions. This study observes existing workloads, support,
and stress. Nonexperimental designs are common in occupational health because many exposures
cannot be assigned ethically or practically. Their limitation is weaker causal inference. Employees
with high stress may evaluate the workplace more negatively, and unmeasured factors may influence
both perceptions. The design can still provide valuable evidence when measures are valid,
confounders are considered, and conclusions remain proportional to what the data can establish.

Population and Sampling Frame
The target population is adult employees working at least twenty hours per week in participating
service organizations. The sampling frame will consist of current employee lists supplied by human
resources after removing unnecessary personal information. Executives directly responsible for
evaluating participants may be excluded from interviews to reduce power concerns, though they may
complete the anonymous survey if appropriate. Temporary, remote, part-time, and shift workers
should be included because workplace stress may differ across employment arrangements. The study
should not claim to represent all workers in a country when it samples only a small number of
organizations.

Sampling Strategy
A stratified random sample can be drawn by organization and department so that large units do not
dominate the results and smaller groups remain represented. If the organizations permit a census
invitation to all eligible workers, response rates should be reported by department and employment
type. For a multivariable analysis, the required sample should be estimated before data collection
through a power analysis based on expected effect size, number of predictors, significance level, and
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desired statistical power. A practical target might be several hundred completed surveys, but the final
number must be justified rather than chosen because it is convenient. Interview participants can be
selected purposively to reflect different stress scores, roles, and work arrangements.

Independent Variables
The principal independent variables are psychosocial workplace characteristics. These may include
quantitative workload, emotional demands, role ambiguity, role conflict, job insecurity, schedule
unpredictability, incivility, decision latitude, supervisor support, coworker support, organizational
justice, and recognition. Variables should be measured with validated scales rather than improvised
single questions whenever possible. The study should also collect objective or administrative
indicators, such as contracted hours, overtime, shift pattern, tenure, and department, if these data
can be obtained without compromising anonymity. Combining perceptions with limited objective
information improves interpretation.

Dependent Variables
The primary dependent variable is perceived stress, measured through a validated instrument such
as the ten-item Perceived Stress Scale. Secondary outcomes may include emotional exhaustion,
psychological distress, job satisfaction, intention to leave, and self-reported sleep quality. The number
of outcomes should remain manageable to avoid a fishing expedition in which every possible
association is tested. If a clinical screening measure is used, the research team must explain that a
score does not establish diagnosis. Participants who become concerned should receive information
about independent support services rather than feedback from their manager.

Questionnaire Development
The questionnaire should begin with informed consent and a clear explanation of anonymity. It should
use existing validated instruments where licensing permits and should avoid combining items in ways
that destroy established scoring. Demographic questions should be limited to variables needed for
analysis and should include “prefer not to answer” options. In small departments, combinations of
age, role, gender, and tenure can identify individuals even without names. The instrument should be
pilot tested with employees who are not part of the final sample to identify confusing wording,
excessive length, technical problems, and items that feel unsafe.

Qualitative Interview Guide
Semistructured interviews can ask participants to describe a recent work situation that felt stressful,
the resources available, how supervisors responded, how the situation affected work and life, and



Copyright © 2026 Academic Master. | 5

what organizational change would have helped. Interviewers should avoid asking participants to
disclose diagnoses or traumatic experiences unless those topics are necessary and ethically
supported. Questions should focus on work processes rather than personal weakness. Interviews may
reveal that the same workload is experienced differently depending on staffing, fairness,
predictability, or control. This context can explain quantitative patterns and identify interventions that
survey categories overlook.

Data Collection Procedure
Recruitment messages should come from the research team rather than direct supervisors.
Participation must be voluntary, and managers should not know who completed the survey. The
survey can be administered through a secure platform accessible outside work devices if employees
prefer. Data collection should remain open long enough to include different shifts. Reminders should
be neutral and should not pressure specific departments. Interviews should occur in private and be
scheduled without financial or career penalty. Recordings, if used, require explicit consent and secure
storage.

Quantitative Analysis
Analysis will begin with data cleaning, missing-data review, scale reliability, and descriptive statistics.
Correlations can estimate the direction and strength of bivariate relationships. Multiple linear
regression can examine whether workplace variables are associated with stress while adjusting for
relevant factors such as age, work hours, tenure, and employment type. Interaction terms can test
whether support moderates the job-demand relationship. Assumptions involving linearity, residual
distribution, multicollinearity, and influential cases should be examined. Effect sizes and confidence
intervals are more informative than reporting only whether a p-value is below .05.

Qualitative Analysis
Interview transcripts can be analyzed through thematic analysis. Researchers first become familiar
with the data, code meaningful segments, group codes into candidate themes, review the themes
against the transcripts, and define their boundaries. More than one analyst can discuss coding
decisions to reduce the influence of a single interpretation. Reflexive notes should document how
researchers’ positions affect analysis. Themes might involve unpredictable demand, moral distress,
lack of recognition, supportive supervision, or conflict between service quality and performance
targets. Quotations should be de-identified carefully so that role details do not reveal the speaker.
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Integration of Findings
Mixed-methods interpretation compares the numerical and narrative results. If high job control is
associated with lower stress and interviews describe flexibility as protective, the findings converge. If
survey scores show strong support but interviews describe fear of supervisors, the discrepancy needs
investigation; the scale may not capture the relevant behavior, or only certain employees may feel
protected. Integration should not use a few quotations as decoration after the statistical analysis.
Each method answers a different part of the research problem, and inconsistencies can be as
informative as agreement.

Ethical Considerations
Workplace mental-health research carries risks of identification, retaliation, and emotional discomfort.
An ethics review should evaluate recruitment, consent, confidentiality, data access, reporting, and
referral procedures. The organization should receive aggregate results only, with small groups
combined or suppressed. Raw data should not be placed in personnel files or used for performance
evaluation. Participants must know that they can skip questions or withdraw before data are
anonymized. If interviews reveal imminent risk of serious harm, the consent process should explain
the limits of confidentiality and the response protocol (LaMontagne et al., 2015; World Health
Organization, 2022).

Limitations
The cross-sectional design cannot establish temporal order. Self-report measures can produce
common-method bias, recall error, and socially desirable responses. Employees experiencing severe
stress may be less likely to participate, while dissatisfied employees may be more motivated to
respond. A study limited to service organizations may not generalize to manufacturing, healthcare,
agriculture, or remote platform work. Organizational permission can also shape who feels safe
participating. These limitations should be reported explicitly. They do not make the study useless;
they define the degree of confidence appropriate for its conclusions.

Strengthening Validity
Several steps can improve credibility. Validated measures support construct validity. Stratified
recruitment and response analysis improve representation. Confidential administration reduces
pressure to provide favorable answers. Objective indicators such as work hours can supplement
perceptions. Prespecified hypotheses and an analysis plan reduce selective reporting. Sensitivity
analyses can test whether results change under different missing-data assumptions. Member
reflection or stakeholder workshops can help determine whether qualitative themes are recognizable,
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though participants should not be asked to approve conclusions that evidence does not support.

Organizational Use of Results
Results should lead to prevention rather than labeling stressed employees. If workload and schedule
unpredictability are the strongest correlates, the organization should review staffing, demand
planning, and control over shifts. If low supervisor support is central, manager training must be
combined with accountability and manageable spans of control. Individual resources such as
counseling, mindfulness, or resilience workshops may be useful, but they should not substitute for
reducing harmful conditions. A follow-up study after organizational changes can test whether stress
indicators improve over time.

Conclusion
A coherent study of stress and workplace environment requires a defined population, sample,
variables, measures, and analysis. A qualitative design alone cannot test a correlation, and a study
without participants cannot produce new empirical evidence. The proposed cross-sectional
correlational survey, supplemented by semistructured interviews, addresses the original topic while
matching method to question. It tests whether job demands and adverse organizational conditions are
associated with perceived stress and whether control and support are protective. Its nonexperimental
nature limits causal claims, but careful sampling, validated measures, confidential procedures,
multivariable analysis, and transparent limitations can produce credible findings. Most importantly,
the study treats workplace stress as an organizational issue as well as an individual experience,
directing recommendations toward the design and management of work.
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