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Introduction
Workplace stress develops through the interaction between job demands, available resources,
organizational practices, and employees’ individual circumstances. A rigorous study therefore needs
more than a general question about whether stressful workplaces affect workers. It requires a defined
population, measurable variables, an appropriate sample, clear research questions, and a design that
matches the type of evidence being sought. A purely qualitative design cannot test a statistical
correlation, while a study with no participants cannot generate new empirical findings. A stronger
approach is a nonexperimental mixed-methods design in which a cross-sectional survey measures
associations between psychosocial work conditions and perceived stress, while semistructured
interviews explore how employees interpret those conditions. This combination allows quantitative
and qualitative evidence to answer complementary questions. The study would not establish
causation because variables are observed rather than manipulated, but it could identify patterns
useful for organizational prevention (Creswell & Plano Clark, 2018). Its central aim is to determine
whether higher job demands and poorer workplace resources are associated with greater perceived
stress and reduced wellbeing.

Conceptual Framework and Research Questions
The Job Demands–Resources model provides a coherent framework because it distinguishes aspects
of work that require sustained effort from resources that help employees perform, recover, and
remain engaged (Bakker & Demerouti, 2007). Job demands can include workload, emotional strain,
time pressure, role conflict, schedule unpredictability, and job insecurity. Job resources may include
decision latitude, adequate staffing, supervisor support, coworker support, feedback, recognition, and
fair procedures. The primary research question is whether adverse psychosocial working conditions
are associated with higher perceived stress. A second question asks whether job control and social
support are associated with lower stress after workload and work hours are considered. A third asks
how employees describe workplace situations that increase or reduce stress. The quantitative
hypotheses would predict positive associations between high demands and stress and negative
associations between resources and stress. Because the design is observational, significant results
would be reported as associations rather than proof that one workplace factor directly caused
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another. Interviews would provide context that numerical scales may not capture.

Population, Sampling, and Recruitment
The target population could consist of adult employees working at least twenty hours per week in
several medium-sized service organizations. Including full-time, part-time, remote, temporary, and
shift workers would improve coverage because psychosocial demands may differ across employment
arrangements. A stratified random sample could be drawn by organization and department so that
large units do not dominate the results and smaller groups remain represented. If participating
organizations allow all eligible workers to receive the survey, response patterns should still be
examined across departments and job types. The required quantitative sample should be estimated
before data collection through a power analysis based on the expected effect size, number of
predictors, significance level, and desired statistical power rather than chosen only for convenience.
Interview participants could then be selected purposively from volunteers to reflect different stress
scores, roles, schedules, and levels of seniority. Recruitment should come from the research team
rather than direct supervisors so employees do not feel that participation affects performance
evaluation or job security.

Measures and Data Collection
Perceived stress can be measured with a validated instrument such as the ten-item Perceived Stress
Scale, which assesses how unpredictable, uncontrollable, and overloaded respondents perceive their
recent lives to be (Cohen et al., 1983). Workplace variables should likewise use validated measures
where possible rather than improvised single questions. The survey may assess workload, emotional
demands, role conflict, job insecurity, decision latitude, supervisor support, coworker support,
organizational justice, schedule predictability, and incivility. Objective or administrative indicators
such as contracted hours, overtime, tenure, shift pattern, and department can supplement
perceptions if they can be obtained without compromising anonymity. The qualitative interview guide
can ask employees to describe recent stressful situations, resources available, supervisor responses,
effects on work and personal life, and organizational changes they believe would help. Interviews
should focus on work processes rather than pressure participants to disclose diagnoses or traumatic
experiences. The survey should be pilot tested for clarity, length, technical problems, and potentially
identifying demographic combinations before full administration.

Ethics, Confidentiality, and Participant Safety
Workplace mental-health research presents special ethical risks because employees may fear
retaliation, stigma, or exposure of sensitive information. Consent materials should state that
participation is voluntary, managers will not know who participated, and individual responses will not
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be placed in personnel files or used for performance decisions. Data should be stored securely, and
reports should suppress or combine very small groups that could reveal identities indirectly.
Participants should be allowed to skip questions and should receive information about independent
support services if survey or interview topics cause distress. The World Health Organization
emphasizes that workplace mental-health interventions should address organizational conditions as
well as individual support, making it inappropriate to use research findings merely to label employees
as insufficiently resilient (World Health Organization, 2022). If interviews include any protocol for
responding to imminent risk of serious harm, the limits of confidentiality should be explained before
participation. Ethical review should also consider whether organizational leaders will receive only
aggregate results and whether workers can access the final findings.

Analysis, Integration, and Limitations
Quantitative analysis would begin with data cleaning, missing-data assessment, scale reliability, and
descriptive statistics. Correlations could estimate the direction and strength of simple relationships,
while multiple regression could test whether workplace variables remain associated with perceived
stress after adjusting for factors such as work hours, tenure, age, or employment type. Interaction
terms could examine whether support moderates the association between high demands and stress.
Effect sizes and confidence intervals should accompany significance tests. Interview transcripts could
be analyzed thematically by coding recurring descriptions of workload, control, fairness, recognition,
support, or conflict. Mixed-methods integration would compare the two forms of evidence rather than
using quotations only as decoration. Convergence can strengthen interpretation, while disagreement
may reveal that a survey scale missed an important experience. Limitations include the cross-
sectional inability to establish temporal order, self-report bias, nonresponse, organizational selection
effects, and restricted generalizability. These limitations should shape the language of conclusions
rather than being listed after causal claims have already been made.

Conclusion
A coherent research design for stress and workplace environment must align the question, sample,
measures, and analysis. The most suitable design is a nonexperimental mixed-methods study with a
cross-sectional correlational survey as the primary component and semistructured interviews as a
complementary source of explanation. The Job Demands–Resources framework provides clear
constructs, while validated stress and workplace scales improve measurement quality. Stratified
recruitment, power-based sample planning, confidential administration, and aggregate reporting
reduce methodological and ethical weaknesses. Statistical analysis can estimate associations
between job demands, resources, and perceived stress, while interviews can explain how
organizational practices are experienced in everyday work. The design cannot prove causation
because employees are not randomly assigned to working conditions, but it can generate credible
evidence for organizational decision-making when conclusions remain proportional to the data. Most
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importantly, results should direct attention toward modifiable features of work—staffing, workload,
control, fairness, support, and scheduling—rather than assuming that stress is primarily a personal
weakness to be corrected through individual coping programs.
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