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Abstract

Workplace stress has emerged as a critical challenge for
organizations in the contemporary business environment, driven by
factors such as increased workload, technological advancements,
role ambiguity, and heightened performance expectations. This
empirical study investigates the relationship between workplace
stress and job satisfaction among employees across various
organizations. The study was conducted using convenience
sampling with a sample of 100 employees from selected public and
private sector organizations. Primary data were collected through a
structured questionnaire and analyzed using statistical tools
including percentage analysis, correlation, regression, and chi-
square tests. The findings reveal a significant negative relationship
between workplace stress and job satisfaction, indicating that
employees experiencing higher levels of stress tend to report lower
satisfaction with their jobs. The study further highlights that
excessive stress adversely affects employee performance, morale,
and organizational commitment, whereas supportive leadership,
effective communication, and a positive work environment
contribute to reduced stress levels and enhanced job satisfaction.
The study concludes that organizations should implement
comprehensive stress management initiatives, employee well-being

programs, and supportive workplace practices to enhance job satisfaction, improve employee performance,
and foster long-term organizational effectiveness.

Keywords: Workplace Stress, Job Satisfaction, Employee Well-being, Organizational Commitment, Work
Environment
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1. Introduction

In the contemporary business environment, organizations are facing increasing competition, technological
advancements, globalization, and changing workforce expectations. These factors have significantly
influenced the nature of work and have increased the pressure on employees to achieve higher levels of
performance. As a result, workplace stress has emerged as one of the most critical challenges affecting
employees across various sectors. Workplace stress refers to the physical, emotional, and psychological strain
experienced by employees when job demands exceed their ability to cope effectively.

Stress in the workplace can arise from various sources, including excessive workload, role ambiguity, tight
deadlines, lack of organizational support, job insecurity, interpersonal conflicts, and work-life imbalance.
While a moderate level of stress may motivate employees to perform better, excessive and prolonged stress
can negatively affect their physical and mental health, job performance, organizational commitment, and
overall well-being. Consequently, organizations are increasingly concerned about understanding and managing
workplace stress to maintain a productive and healthy workforce.

Job satisfaction, on the other hand, is a positive emotional state resulting from an individual’s evaluation of
their job experiences. It reflects the extent to which employees feel fulfilled, valued, and motivated in their
workplace. High levels of job satisfaction contribute to improved productivity, employee retention,
organizational commitment, and overall organizational effectiveness. Conversely, low job satisfaction can lead
to absenteeism, turnover intentions, reduced performance, and workplace conflicts.

The relationship between workplace stress and job satisfaction has become a significant area of interest for
researchers, managers, and human resource professionals. Numerous studies have suggested that excessive
workplace stress is negatively associated with job satisfaction. Employees who experience high levels of stress
often report lower levels of satisfaction with their jobs, reduced motivation, and decreased organizational
commitment. Therefore, understanding this relationship is essential for developing effective strategies to
enhance employee well-being and organizational performance.

In recent years, the emergence of hybrid work arrangements, remote working practices, and digital
transformation has further changed workplace dynamics. Employees are now required to adapt to new
technologies, flexible work schedules, and evolving organizational expectations. While these changes offer
opportunities for growth and flexibility, they also introduce new sources of stress that may influence job
satisfaction. Therefore, examining workplace stress and its impact on job satisfaction has become more
relevant than ever in the modern organizational context.

The present study aims to investigate the factors contributing to workplace stress among employees and to
examine their impact on job satisfaction. The findings of this study will help organizations identify key
stressors and implement appropriate measures to reduce workplace stress, improve employee satisfaction, and
enhance organizational productivity and effectiveness.

2. Research Gap

Although several studies have examined workplace stress and job satisfaction among employees, most of them
have focused on specific industries or organizations. Moreover, recent workplace changes such as hybrid work
culture, digital transformation, and increasing performance expectations have created new stress factors that
require further investigation. Limited studies have examined the combined effect of workplace stress,
workload, and organizational support on employee job satisfaction. Therefore, the present study attempts to
bridge this gap by examining the relationship between workplace stress and job satisfaction among employees
working in different organizations.
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3. Objectives of the Study

The present study is conducted to examine the relationship between workplace stress and job satisfaction
among employees. The specific objectives of the study are as follows:

To identify the major factors causing workplace stress among employees.

To examine the level of job satisfaction among employees.

To analyze the relationship between workplace stress and job satisfaction.

To assess the impact of workload and work pressure on employee job satisfaction.
To evaluate the role of organizational support in reducing workplace stress.

AN

To suggest effective measures for minimizing workplace stress and enhancing job satisfaction among
employees.

4. Review of Literature

The relationship between workplace stress and job satisfaction has been widely studied by researchers across
different industries and organizational settings. Previous studies indicate that workplace stress significantly
influences employee attitudes, performance, and overall job satisfaction.

Spector (1997) stated that workplace stress adversely affects employees’ psychological well-being and job
satisfaction. The study highlighted that excessive job demands and lack of organizational support often result
in dissatisfaction among employees.

Ahsan et al. (2009) examined the impact of job stress on university employees and found that workload, role
conflict, and inadequate working conditions were major sources of stress. The study concluded that higher
stress levels negatively affect job satisfaction.

Robbins and Judge (2019) emphasized that workplace stress is an inevitable aspect of organizational life. Their
findings suggested that prolonged stress reduces employee motivation, productivity, and satisfaction while
increasing absenteeism and turnover intentions.

Khan et al. (2020) investigated the relationship between workplace stress and employee performance in service
organizations. The study reported a significant negative relationship between stress and job satisfaction,
indicating that employees experiencing high stress levels tend to be less satisfied with their jobs.

Sharma and Gupta (2021) found that organizational support, effective communication, and work-life balance
significantly reduce employee stress and enhance job satisfaction. The study recommended the implementation
of employee wellness programs to improve workplace outcomes.

Singh and Verma (2022) analyzed workplace stress among employees in the post-pandemic work environment.
The findings revealed that remote work challenges, job insecurity, and increased workload contributed to
higher stress levels, leading to reduced job satisfaction.

Patel and Mehta (2023) examined stress management practices in Indian organizations and concluded that
employee assistance programs, flexible working arrangements, and supportive leadership positively influence
job satisfaction by reducing workplace stress.

Kumar and Srivastava (2024) studied the impact of digital transformation and technological changes on
employee stress. The study found that continuous adaptation to new technologies creates stress among
employees, which negatively affects job satisfaction if adequate training and support are not provided.

Recent studies (2025-2026) suggest that hybrid work models, artificial intelligence integration, and increasing
performance expectations have become significant workplace stressors. Researchers have observed that
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organizations that promote employee well-being, mental health support, and flexible work arrangements
experience higher levels of employee satisfaction and organizational commitment.

The review of literature indicates that workplace stress and job satisfaction are closely related. Most studies
have found a negative relationship between the two variables, suggesting that effective stress management
strategies are essential for improving employee satisfaction, productivity, and organizational performance.

5. Research Methodology

Research methodology provides a systematic framework for collecting, analyzing, and interpreting data to
achieve the objectives of the study. The present study aims to examine the relationship between workplace
stress and job satisfaction among employees.

5.1 Research Design

The study is based on a descriptive and analytical research design. The descriptive approach is used to
understand the level of workplace stress and job satisfaction among employees, while the analytical approach
helps in examining the relationship between these variables.

5.2 Nature of the Study

The study is empirical in nature and focuses on analyzing employees’ perceptions regarding workplace stress
and job satisfaction.

5.3 Sources of Data
The study is based on both primary and secondary data.
Primary Data

Primary data were collected directly from employees through a structured questionnaire designed to measure
workplace stress and job satisfaction.

Secondary Data

Secondary data were collected from books, research journals, articles, dissertations, reports, websites, and
other relevant published sources.

5.4 Population of the Study
The population of the study consists of employees working in various public and private sector organizations.
5.5 Sample Size

A sample of 100 employees was selected for the study to obtain relevant information regarding workplace
stress and job satisfaction.

5.6 Sampling Technique

The respondents were selected using the Convenience Sampling Method, considering accessibility and
willingness to participate in the survey.

5.7 Data Collection Instrument

A structured questionnaire containing close-ended questions was used as the primary data collection
instrument. The questionnaire was designed using a five-point Likert Scale ranging from “Strongly Agree” to
“Strongly Disagree.”
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5.8 Statistical Tools Used

The collected data were analyzed using the following statistical tools:

. Percentage Analysis

. Mean and Standard Deviation
. Correlation Analysis

. Chi-Square Test

. Regression Analysis

5.9 Period of the Study

The data for the study were collected during the academic year 2025-2026.
5.10 Scope of the Study

The study focuses on understanding the factors causing workplace stress and their impact on employee job
satisfaction. The findings may help organizations formulate effective stress management policies and improve
employee well-being.

5.11 Limitations of the Study

. The study is limited to a sample of 100 employees.

. The findings are based on respondents’ perceptions and opinions.

. Time and resource constraints may affect the generalization of the results.

. The study covers only selected organizations and may not represent all sectors.

6. Conceptual Framework

Conceptual Framework: Factors Influencing Employees' Job Satisfaction
A Visual Model
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Dependent Variable
o Job Satisfaction

The study assumes that workplace stress, workload, work pressure, and organizational support significantly
influence employees' job satisfaction.

7. Hypotheses of the Study

To examine the relationship between workplace stress and job satisfaction among employees, the following
hypotheses have been formulated:

Null Hypothesis (Ho)

There is no significant relationship between workplace stress and job satisfaction among employees.
Alternative Hypothesis (Hi)

There is a significant relationship between workplace stress and job satisfaction among employees.

Additional Hypotheses
HO02: Workload and work pressure have no significant impact on employee job satisfaction.
H2: Workload and work pressure have a significant impact on employee job satisfaction.

HO03: Organizational support has no significant effect on reducing workplace stress.
H3: Organizational support has a significant effect on reducing workplace stress.

8. Data Analysis and Interpretation

The present study entitled "Workplace Stress and Job Satisfaction among Employees" was conducted on a
sample of 100 employees working in different organizations. The data were collected through a structured
questionnaire and analyzed using percentage analysis, correlation analysis, and regression analysis. The results
are presented and interpreted as follows:

8.1 Gender-wise Distribution of Respondents

Gender Number of Respondents Percentage
Male 62 62%
Female 38 38%

Total 100 100%

Interpretation: The above table shows that 62% of the respondents are male and 38% are female. This
indicates that male employees constitute the majority of the sample selected for the study.
Source: Primary Data (Questionnaire Survey, 2025-2026)

8.2 Age-wise Distribution of Respondents

Age Group Respondents Percentage
21-30 Years 35 35%
31-40 Years 42 42%

41-50 Years 18 18%
Above 50 Years 5 5%

Total 100 100%

Interpretation: The table reveals that 42% of the respondents belong to the age group of 31-40 years, followed
by 35% in the age group of 21-30 years. Thus, the majority of employees surveyed are in their productive
middle-age group.
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Source: Primary Data (Questionnaire Survey, 2025-2026)

8.3 Educational Qualification-wise Distribution of Respondents

ISSN: 3108-1754 (Online)

-G
§ ‘n‘
\b7

Educational Qualification Number of Respondents Percentage
Graduate 45 45%

Post Graduate 40 40%
Professional Degree 12 12%

Others 3 3%

Total 100 100%

3

Interpretation: The above table indicates that 45% of the respondents are graduates, followed closely by
postgraduates at 40%. Together, they constitute 85% of the total sample. This shows that the surveyed
workforce is highly educated and capable of understanding organizational policies and evaluating their own
workplace stressors and job satisfaction levels objectively.
Source: Primary Data (Questionnaire Survey, 2025-2026)

8.4 Workplace Stress Level among Employees

Stress Level Respondents Percentage
High 46 46%
Moderate 39 39%

Low 15 15%

Total 100 100%

Interpretation: The table indicates that 46% of employees experience a high level of workplace stress, while
39% experience moderate stress. Only 15% of employees reported low stress levels. This suggests that
workplace stress is a major concern among employees.

Source: Primary Data (Questionnaire Survey, 2025-2026)

8.5 Organization Type-wise Distribution of Respondents

Organization Type Number of Respondents Percentage
Public Sector 42 42%
Private Sector 58 58%

Total 100 100%

Interpretation: The data reveals that 58% of the surveyed employees belong to private sector organizations,
while 42% are employed in the public sector. This balanced distribution ensures that the findings of the study
reflect perceptions from both sectors, as workplace stress and job satisfaction dynamics often vary between
public stability and private-sector performance pressure.

Source: Primary Data (Questionnaire Survey, 2025-2026)

8.6 Work Experience-wise Distribution of Respondents

Educational Qualification Number of Respondents Percentage
Less than 2 Years 18 18%

2-5 Years 34 34%

5-10 Years 29 29%
Above 10 Years 19 19%

Total 100 100%
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Interpretation: The table shows that the largest segment of respondents (34%) has 2-5 years of work
experience, followed by 29% who have 5-10 years of experience. This indicates that the majority of the
respondents (63%) are seasoned employees who have spent a significant amount of time in the corporate
environment, making their responses regarding workload, role clarity, and organizational support highly
reliable.

Source: Primary Data (Questionnaire Survey, 2025-2026)

8.7 Job Satisfaction Level among Employees

Satisfaction Highly Satisfied Neutral Dissatisfied Highly Total
Level Satisfied Dissatisfied
Respondents 16 32 18 24 10 100
Percentage 16% 32% 18% 24% 10% 100%

Interpretation: The table shows that 48% of employees are either satisfied or highly satisfied with their jobs,
whereas 34% are dissatisfied or highly dissatisfied. This indicates that job satisfaction varies significantly
among employees.

Source: Primary Data (Questionnaire Survey, 2025-2026)

8.8 Major Causes of Workplace Stress

Cause of Stress Excessive Work Job Poor  Work| Lack o| Total
Workload | Pressure Insecurity | Life Balance | Organizational
Support
Respondents | 34 26 14 16 10 100%
Percentage 34% 26% 14% 16% 10% 100%

Interpretation: The above table reveals that excessive workload (34%) and work pressure (26%) are the most
significant causes of workplace stress. These factors contribute substantially to employee dissatisfaction and
reduced productivity.

Source: Primary Data (Questionnaire Survey, 2025-2026)

8.9 Hypothesis Testing and Statistical Analysis
Hypothesis 1

HO: There is no significant relationship between workplace stress and job satisfaction among employees.
H1: There is a significant relationship between workplace stress and job satisfaction among employees.

Table 8.10 Correlation Analysis

Variables Correlation Coefficient (r) p-value
Workplace Stress and Job Satisfaction -0.684 0.000
Interpretation: The correlation coefficient (r = -0.684) indicates a strong negative relationship between
workplace stress and job satisfaction. Since the p-value is less than 0.05, the relationship is statistically
significant. Therefore, the null hypothesis (HO) is rejected and the alternative hypothesis (H1) is accepted.
Source: Primary Data (Questionnaire Survey, 2025-2026)
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Table 8.11 Chi-Square Test

Test Statistics Value
Chi-Square (%) 22.487
Degrees of Freedom (df) 8
Asymptotic Significance (2-sided) 0.004

Interpretation: Since the calculated p-value (0.004) is less than the level of significance (0.05), the Null
Hypothesis (Ho) is rejected and the Alternative Hypothesis (Hi) is accepted. Therefore, it is concluded that
there is a significant association between workplace stress and job satisfaction among employees. The results
indicate that higher workplace stress leads to lower job satisfaction, highlighting the need for effective stress
management and a supportive work environment to improve employee satisfaction.

Source: Primary Data (Questionnaire Survey, 2025-2026)

Hypothesis 2

HO02: Workload and work pressure have no significant impact on employee job satisfaction.
H2: Workload and work pressure have a significant impact on employee job satisfaction.

Table 8.12 Regression Analysis

Variable Beta Value (B) | t-value p-value
Constant 4.120 12.34 0.000
Workload and Work Pressure -0.572 -6.214 0.000

Interpretation: The regression analysis was conducted to examine the impact of workload and work pressure
(independent variable) on employee job satisfaction (dependent variable). The Model Summary reveals an R*2
value of 0.327, which indicates that 32.7% of the variance in job satisfaction is explained by workload and
work pressure. The overall model is statistically significant as indicated by the F-value (F = 38.614, p < 0.05).
The regression coefficient table shows a negative beta value (beta = -0.572, t =-6.214, p < 0.05) for workload
and work pressure. This negative beta coefficient statistically confirms that an increase in workload and work
pressure significantly leads to a decline in job satisfaction among employees.

Since the calculated p-value (0.000) is well below the standard significance level of 0.05, the null hypothesis
HO2 is rejected, and the alternative hypothesis H2 is formally accepted. Therefore, it is concluded that
workload and work pressure have a significant negative impact on employee job satisfaction.

Source: Primary Data (Questionnaire Survey, 2025-2026)

Hypothesis 3

HO03: Organizational support has no significant effect on reducing workplace stress.
H3: Organizational support has a significant effect on reducing workplace stress.

Table 8.13 Regression Analysis

Variable Beta Value t-value | p-value
Constant 3.854 10.15 0.000
Organizational Support -0.493 -5.127 0.000

Interpretation: The regression analysis was performed to evaluate the impact of organizational support
(independent variable) on mitigating workplace stress (dependent variable). The Model Summary indicates an
R2 value of 0.243, demonstrating that organizational support accounts for 24.3% of the variance in reducing
workplace stress. The overall regression model is statistically robust and significant, as supported by the F-
value (F =26.286, p < 0.05).
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The coefficients table reveals a significant negative beta value (f=—0.493, t=—5.127,p<0.05) for organizational
support. This negative coefficient statistically proves an inverse relationship, confirming that higher
organizational support effectively and significantly reduces workplace stress among employees.

Since the obtained p-value (0.000) is less than the standard threshold of 0.05, the null hypothesis HO3 is
rejected, and the alternative hypothesis H3 is successfully accepted. Therefore, it is concluded that
organizational support plays a vital and statistically significant role in reducing workplace stress.

Source: Primary Data (Questionnaire Survey, 2025-2026)

Overall Interpretation

The analysis reveals that workplace stress has a significant negative impact on employee job satisfaction.
Excessive workload and work pressure are the primary contributors to workplace stress. Furthermore,
organizational support plays a vital role in reducing stress levels and enhancing employee satisfaction. The
findings emphasize the importance of implementing effective stress management strategies, promoting work-
life balance, and creating a supportive work environment to improve employee well-being and organizational
performance.

9. Findings

Based on the analysis and interpretation of the collected data, the following major findings were drawn from
the study:

e The majority of the respondents (62%) were male employees, while 38% were female employees.

e Most of the respondents (42%) belonged to the age group of 31-40 years, indicating that the study mainly
represents employees in their productive working age.

e A significant proportion of employees (46%) experienced a high level of workplace stress, whereas only
15% reported low stress levels.

o Nearly half of the respondents (48%) were satisfied or highly satisfied with their jobs, while 34% expressed
dissatisfaction, indicating varying levels of job satisfaction among employees.

e Excessive workload (34%) and work pressure (26%) were identified as the major causes of workplace
stress.

e The correlation analysis revealed a significant negative relationship between workplace stress and job
satisfaction, indicating that higher stress levels reduce employee job satisfaction.

e Regression analysis showed that workload and work pressure have a significant negative impact on
employee job satisfaction.

e Organizational support was found to have a significant role in reducing workplace stress and improving
employee well-being.

e Employees who received adequate managerial support, effective communication, and a positive work
environment reported higher levels of job satisfaction.

e The study concludes that reducing workplace stress through effective organizational policies, employee
support programs, and work-life balance initiatives can significantly enhance job satisfaction, employee
performance, and overall organizational effectiveness.

10.Suggestions

Based on the findings of the study, the following suggestions are proposed to reduce workplace stress and
improve job satisfaction among employees:

e Organizations should ensure a fair and balanced distribution of workload to minimize excessive work
pressure on employees.
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e Management should promote a healthy work-life balance by introducing flexible working hours, leave
policies, and employee wellness programs.

e Regular stress management training, counseling sessions, and mental health awareness programs should be
organized to help employees cope with workplace stress.

e Organizations should strengthen communication between management and employees and encourage
supportive leadership to create a positive work environment.

o Employee achievements and contributions should be recognized and rewarded through fair performance
appraisal and recognition programs to enhance job satisfaction.

e Career development opportunities, skill enhancement training, and promotion policies should be provided
to improve employee motivation and commitment.

e Organizations should establish effective grievance redressed mechanisms to address employee concerns
promptly and fairly.

e Teamwork, mutual respect, and a positive organizational culture should be encouraged to reduce
interpersonal conflicts and improve employee morale.

e Management should periodically assess employee stress levels and job satisfaction through surveys and
feedback mechanisms to identify issues and take timely corrective actions.

e Organizations should formulate comprehensive stress management policies that focus on employee well-
being, productivity, and long-term organizational effectiveness.

11. Conclusion

The present study examined the relationship between workplace stress and job satisfaction among employees.
The findings revealed that workplace stress is a significant factor influencing employees' level of job
satisfaction. Excessive workload, work pressure, job insecurity, and inadequate organizational support were
identified as the major sources of workplace stress. These factors adversely affect employee motivation,
productivity, organizational commitment, and overall well-being.

The statistical analysis confirmed a significant negative relationship between workplace stress and job
satisfaction. Employees experiencing higher levels of stress were found to have lower levels of job satisfaction,
while employees receiving adequate organizational support and working in a positive work environment
reported higher satisfaction levels. The study also highlighted that effective communication, supportive
leadership, work-life balance, and employee wellness initiatives play a crucial role in reducing workplace
stress.

Based on the findings, it can be concluded that organizations should adopt comprehensive stress management
strategies, provide a supportive organizational culture, and implement employee-friendly policies to enhance
job satisfaction and overall organizational performance. Reducing workplace stress not only improves
employee well-being but also contributes to higher productivity, better employee retention, and sustainable
organizational growth.

Overall, the study emphasizes that maintaining a healthy work environment and ensuring employee satisfaction
are essential for achieving long-term organizational success in today's dynamic and competitive business
environment.

12. Managerial Implications

The findings of the study provide useful insights for managers and human resource professionals in designing
effective stress management strategies. Organizations should focus on reducing excessive workload,
promoting work-life balance, strengthening organizational support, and creating a positive work environment.
These initiatives can improve employee job satisfaction, increase productivity, reduce absenteeism and
turnover, and contribute to long-term organizational success.
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13. Scope for Future Research

The present study was limited to a sample of 100 employees from selected organizations. Future studies may
include a larger sample size, different industries, or comparative analyses across public and private sectors.
Researchers may also examine the impact of remote work, artificial intelligence, employee well-being, and
organizational culture on workplace stress and job satisfaction.
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