
PAULUS SUKAPTO et al: PROPOSED IMPROVEMENT OF PSYCHOSOCIAL STRESS LEVELS AMONG  . .  

DOI 10.5013/IJSSST.a.22.02.18                                            18.1                              ISSN: 1473-804x online, 1473-8031 print 

Proposed Improvement of Psychosocial Stress Levels among Workers of PT 
Primarindo Asia Infrastructure Ltd, Bandung Indonesia 

 

Paulus Sukapto a, Sani Susanto b , Samuel S. S. Wijaya 

Industrial Engineering Department 
Parahyangan Catholic University 

Bandung, Indonesia. 
a First author paulus@unpar.ac.id,  b Corresponding author ssusanto@unpar.ac.id  

 
 

Abstract - Hazards of a psychosocial nature through work-related stress can affect the physical and psychological health of workers 
directly or indirectly. Work stress can be caused by psychosocial factors at work. This particular company is suspected of having 
work stress caused by heavy workloads that cause workers to have to work overtime. In addition, role conflict and social support 
are among the factors that increase work stress. Ongoing work stress can affect workers' health and ultimately even the company’s 
productivity. Therefore, research is needed to measure work stress and psychosocial factors. This quantitative research method 
aims to find out about psychosocial factors related to the stress of operator work in the production division. The study has been 
conducted by way of the NIOSH Generic Job Stress questionnaire distributed to respondents. This device can accurately measure 
work stress and psychosocial factors. The results show that the average work stress experienced by operators amounts to 1.41. The 
figures show that operators in the production division are experiencing moderate stress. The percentage of operators experiencing 
a moderate stress level amounts to 54.55%, while a low stress level is found among 33.33%, and a high stress level among only 
12.12%. Furthermore, there are three psychosocial factors that are significantly related to work stress, namely role ambiguity, the 
quantitative workload, and social support from colleagues. The most important improvement proposal for lowering stress levels 
consists of analyzing workloads. 
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I. INTRODUCTION 
 

A. Background:  Occupational safety and health for 
workers form an important part of a company, especially 
when the company is carrying out its production activities. 
Therefore, efforts to keep workers safe and sound are of 
utmost importance for the company. Law No. 13 of 2003 
concerning Employment affirms that every workforce is 
entitled to protection for occupational safety and health. 

Employment Minister Ida Fauzi underlined that work 
accidents not only cause death and material loss and 
environmental pollution, but work accidents can also affect 
people's productivity and well-being (Detik Finance of 
February 14, 2020). 

Article 3 (b) of the Republic of Indonesia’s Minister of 
Manpower (Permenaker)’s Regulation No. 5 of 2018 on 
Occupational Safety and Health stipulates the requirements 
of Occupational Health and Safety (OSH, referred to as K3) 
work environment as follows: Control of biological factors, 
ergonomic factors, and occupational psychology factors to 
meet the standards. So, the psychological factor of work 
comprises one of the factors that need to be controlled in the 
company's OSH. 

Occupational hazards can be divided into physical 
hazards (biological, biomechanical, chemical, and 
radiological) and psychosocial hazards. According to Cox 
and Griffiths (1995) in Cox, Griffiths, and Rial-Gonzales 
(2000), psychosocial hazards are aspects of work design 
related to social context and work environment. 

Psychosocial harm can affect psychological health and 
physical health directly or indirectly through stressful 
experiences. 

Psychosocial hazards can affect psychological health 
and physical health directly or indirectly through stressful 
experiences (Leka and Cox, 2008). Leka and Jain's research 
(2010) states that exposure to psychosocial risks has been 
shown to be detrimental to the physical, psychological, and 
social health of employees According to Erez and Lindgren 
(1999) psychosocial factors are divided into five categories, 
namely physical environment, intensity of tasks, work time 
management, and management of technological changes.  
Very high psychological distress in the workplace affects 
employee absence (Bakker et al., 2003), mental disorders 
(Stansfeld and Candy, 2006), fatigue (Lee and Ashforth, 
1996), illnesses, and other conditions (OSH, 2013). 

 Work-related stress is a reaction pattern that occurs 
due to discrepancies in the knowledge, ability and skills of 
workers with the demands of the job so that workers need to 
make a stronger effort to get the job done (Sardjito, 2019). 

 
B. Literature Review and Limitation of the Current 

System: We define a Psychosocial as a scientists who 
studies the relationship of individual thoughts, feelings, 
and behaviors with others (Sarwono Meinarno, 2009). 
Psychosocial matters are work environment, work content, 
organizational conditions related to employee work 
capacity, company culture, and job satisfaction (ILO 1986). 
According to NIOSH (1999), work accidents can occur due 
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to stress caused by pressure at work. Work stressors consist 
of psychosocial factors (role conflict, rolelessness, job 
uncertainty, quantitative workload, and responsibility for 
other workers), as well as social and individual elements 
(gender, age, and tenure).  

Katz and Kahn (1978) added that there are four 
categories of role conflicts consisting of intrasender 
conflict, intersender conflict, interrole conflict, and person-
role conflict.   Rolelessness occurs when an individual does 
not have sufficient information regarding such duties or 
responsibilities (Rizzo et al., 1970). Rolelessness may 
occur due to inadequate training, poor communication, or 
distortion of information by superiors or co-workers 
(Luthans, 1989). Job uncertainty refers to the amount of 
certainty a person has about job security and his or her 
future career. (Caplan et al., 1975). According to 
Greenhalgh and Rosenblatt (1984), job future ambiguity is 
a perceived powerlessness to maintain the desired 
sustainability when facing a threatened job situation. 
Limitations in this study are a) stress measurement only 
related to work and other factors is considered normal; b) 
measurements are only performed on the operator on the 
production floor. 

 
C. Proposing New Techniques to Improve Stress Levels: 

To obtain maximum results, the measurement of work stress 
can be expanded again to all work units and all levels of 
work, that is to say, ranging from the top level of the 
company's leadership to the lowest level of the operator. 

 
D. Experimental Methodology to Obtain Results: This 

research is quantitative research based on the type of data 
using a cross-sectional study design. This design uses 
questionnaires to collect data from factors affecting the 
various causes and effects of worker stress.  The factors that 
have been measured include psychosocial factors causing 
work stress, individual factors, supporting factors and other 
factors that influence work stress. According to Hair et al. 
(2006), the sample size that can be taken is at least five times 
that of an independent variable. The study had 11 
independent variables so the number of sample sizes 
required amounted to 55 operators. 

 
E. Final Result:  As a result of the initial research, the 

company showed that the stress levels of its employees can 
be categorized as high.  Therefore, research is needed with 
work stress measurement from psychosocial aspects. The 
purpose of the research is to measure how high the stress 
level is of operators working in the production division; 
measuring the relationship between psychosocial factors 
and work stress; determining the most influential factor in 
causing stress from aspects of social psychology; and 
appropriate stress management proposals. 

 
 
 

II. RESEARCH METHODOLOGY 
 
In stress level measurement, several methods can be 
employed, such as the Questionnaire on the Experience and 
Evaluation of Work (QEEW) and NIOSH Generic Job 
Stress. According to Sparks and Cooper (1999), QEEW 
measures the causes of stress. The results of the 
questionnaire were related to work stress, which supported 
the thinking of Sparks and Cooper (1999). According to 
Harmsen et al. (2019), this QEEW questionnaire is a 
combination of general and specific stress measurement 
when it comes to assessing work related to stress. 
Meanwhile, NIOSH is used to measure workload-related 
stress. Karkowski (2006) added that this instrument is a 
model that examines psychosocial stress in the workplace. 
This questionnaire is valid and reliable for psychological, 
environmental, and medical measurements (Quick and 
Gavin, 2000). The instrument contains thirteen different 
measures of work stressors and has a number of individual 
pressure measures and stress response modifiers (Hurrel and 
Murphy, 1992). 
 In this study of a shoe factory (footwear industry) 
located in Bandung, West Java, Indonesia, the NIOSH 
Generic Job Stress questionnaire was distributed to 66 
operators in the production division.  
 Dependent variables are work stress and independent 
variables consist of work stressors, individual factors, and 
supporting factors. Furthermore, the work stressors selected 
in this study consist of role conflicts, role ambiguity, job 
uncertainty, quantitative workloads, and responsibilities to 
other workers. 
 The individual factors selected in the study are gender, 
age, and working period. Supporting factors are social 
support variables that are divided into three, namely social 
support from superiors, social support from co-workers, and 
social support from families.  
 The research hypothesis consists of the hypothesis of the 
absence of a significant relationship between dependent 
variables and independent ones and also the hypothesis of 
the influence of several independent variables that are 
shown to be significantly related to dependent variables 
(based on the results of relationship tests) to work stress 
(dependent variables). 
 
 The analysis of the data used in this study is threefold:  
1. Univariate analysis 
 This univariate analysis generally contains the average 
value, standard deviation, minimum and maximum, and 
frequency distribution of a particular group obtained from 
that variable. It can be used to identify the characteristic 
information of such variables. 
 
2. Bivariate analysis  
 The method used in bivariate analysis is Spearman's 
Rank Correlation and also the Independent t-Test method. 
The former is used to determine the relationship between 
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work stress variables and independent variables studied in 
addition to gender such as age, tenure, role conflict, role 
ambiguity (vagueness), job uncertainty, quantitative 
workload, responsibility for other workers, and social 
support. On the other hand, the latter is used to find out the 
relationship between work stress variables and gender 
variables. 
 
3. Multivariate analysis  
 The method used in multivariate analysis is multiple 
linear regression. The method is able to predict and estimate 
model regression equations of multiple variables 
independent of a single dependent variable. 
 

III. RESULTS AND DISCUSSION 
 

UNIVARIATE ANALYSIS  
 
This is an analysis conducted to each dependent variable 

and independent of the research. The purpose of univariate 
analysis is to know and identify the characteristics of each 
of these variables.  

 
A. Work Stress 
 
Respondents who experienced high work stress levels 

amount to 8 respondents, moderate work stress levels to 36 
respondents, and low work stress levels to 22 respondents. 
The average result of work stress experienced by 
respondents is 1.41 with a standard deviation of 0.73. Then 
the score is obtained with a minimum value of 0 and a 
maximum value of 3. The credibility interval of 95% work 
stress is in the value range of 1.23 to 1.59. 

The average work stress score is in the score range 
between 1 and 2 so it can be categorized as moderate work 
stress. It can be concluded that operators working in the 
production division experience work stress that can be 
categorized as moderate.  

 
B. Individual Factors  
 
1. As regards gender, the male respondents in this study 

amount to 17 people and female respondents to 49 people, 
with a total of 66 respondents. 

2. The average age of respondents is 43.53 years old 
with a standard deviation of 3.88 years old. The youngest 
respondent is 36 years old and the oldest respondent 53 
years old. The 95% age credibility interval is in the value 
range of 42.58 years to 44.49 years old.  

3. The average working period of respondents is 22.02 
years with a standard deviation of 2.85 years. Then there are 
the respondents with the briefest working period of 13 years 
and respondents with the longest working period of 30 
years. The 95% credibility interval of the working period is 
in the value range of 21.31 years to 22.72 years old. 

 

C.  Work Stress Factors  
 
1.  Role Conflict  
The average role conflict experienced by respondents 

amounts to 3.81 with a default deviation of 1.02. Then there 
are respondents with a minimum role conflict value of 1.43 
and a maximum role conflict value of 6.57. The 95% role 
conflict credibility interval is in the value range of 3.56 to 
4.06. 

2. Role Ambiguity 
The average ambiguity of job roles due to vagueness 

experienced by respondents is 2.33 with a default deviation 
of 1.07. Then there are respondents with a minimum role 
ambiguity value of 1 and a maximum role ambiguity value 
of 5.33. The credibility interval of 95% of the role is in the 
value range of 2.07 to 2.59. 

3. Job Uncertainty  
The average employment uncertainty experienced by 

respondents amounts to 2.62 with a default deviation of 
0.89. Furthermore, there are respondents with a minimum 
job uncertainty value of 1 and a maximum job uncertainty 
value of 4.25. The credibility interval of 95% of job 
uncertainty is in the value range of 2.4 to 2.84. 

4. Quantitative Workload  
The average quantitative workload experienced by 

respondents amounts to 3.46 with a default deviation of 
0.66. Furthermore, there are respondents with a minimum 
quantitative workload value of 1.57 and a maximum 
quantitative workload value of 5. The 95% quantitative 
workload credibility interval is in the value range of 3.3 to 
3.62. 

5. Responsibility for Other Workers  
On average, the responsibility for other workers 

experienced by respondents amounts to 3.20 with a default 
deviation of 0.98. Furthermore, there are respondents with a 
minimum value of responsibility for other workers of 1 and 
the maximum value of responsibility for other workers at 5. 
The 95% credibility interval for other workers is in the 
value range of 2.96 to 3.44. 

 
D. Support Factors  
 
1. Social Support from Superiors 
On average, the social support received from superiors 

experienced by respondents amounts to 3.67 with a standard 
deviation of 0.57. Furthermore, there are respondents with 
social support from the minimum boss of 2 and social 
support from the maximum employer of 4.75. The 
credibility interval of 95% social support from superiors is 
in the value range of 3.53 to 3.81. 

 
2. Social Support from Colleagues  
The average social support from colleagues experienced 

by respondents was 3.93 with a default deviation of 0.499. 
Moreover, there are respondents with social support from 
colleagues reaching minimum of 2.5 and social support 
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from colleagues amounting to a maximum of 5. The 
credibility interval of 95% social support from co-worker 
sits in the value range of 3.81 to 4.05. 

3. Social Support from Family Members 
The average social support from the family experienced 

by respondents amounts to 3.86 with a default deviation of 
0.62. Moreover, there are respondents with a minimum 
family social support of 2.5 and social support from a 
maximum family of 5. The credibility interval of 95% of 
social support from the family is in the value range of 3.71 
to 4.01. 

 
BIVARIATE ANALYSIS  
 
This analysis is an analysis of two variables, namely 

dependent variables with independent variables from the 
study. The purpose of bivariate analysis is to know and 
identify the relationship of an independent variable to its 
dependent variables. 

 
A. Individual Factors  
 
1.  Gender: The average value of work-related stress 

experienced by males is smaller than that of women with 
consecutive scores of 0.961 and 1.564 and consecutive 
standard deviations of 0.548 and 0.720. Then, the minimum 
work stress rate for men is 0 and for women it amounts to 
0.11. The maximum work stress rate for men is 1.83 and for 
women this amounts to 3. The 95% credibility interval of 
men's work stress is in the value range of 0.679 to 1.243 
while the credibility interval of 95% of women's work-
related stress is in the value range of 1.357 to 1.77. 

Based on Table I, it can be seen the t count value (3,143) 
> t table (t¬0,025¬,64=1,998) so that H0 is rejected and H1 
accepted, which leads to the conclusion that there is a 
significant difference between the average amount of work-
related stress experienced by men and women.  

 
TABLE I. RESEARCH RESULTS OF THE INDEPENDENT T-TEST 
H0 : There is no significant difference between the average 

amount of work-related stress experienced by male and 
female workers. 

H1 :  There is a significant difference between the amount of 
work-related stress experienced by male and female workers.

Dependent Variable 
concerning Work-related 

Stress 
Category t-count 

p-value 
(sig) 

                            
Independent Variables 

Gender 

Men 
-3.143 0.003         

Women 
 

However, based on the p-value indicator (sig) which is 
worth 0.003 < the level of significance 5% so H0 is rejected 
and H1 accepted so that it can be concluded there is a 
significant difference between the average work-related 
stress experienced by men and women. Based on both of 

these results it can be assumed that there is a significant 
relationship between work-related stress and gender. 

 
2.  Age: Based on Table II, the p-value (sig) value 0.395 > 
0.05, so it fails to reject H0 and it can be concluded there is 
no significant relationship between work-related stress and 
age. A negative sign in the ρ value states that if the 
relationship between the two variables is negative or in the 
opposite direction it can be interpreted that with increasing 
age, work-related stress will decrease. These results are 
relevant to research conducted by Permadi (2018) on 110 
respondents of dump truck operators which led to the 
conclusion that age is not related to work stress. 
 

TABLE II. SPEARMAN'S RANK CORRELATION TEST RESULTS 
H0 : There is no significant relationship between work stress 

and independent variables 
H1 : There is a significant relationship between work stress 

and independent variables 
Dependent Variables : Work-related 

Stress 
ρ count p-value (sig)

Individual Factors 

Independent Variables :   

Age -0.107 0.395 

Work/Task 0.147 0.237 

Work-related Stressor Factors 

Role Conflict -0.061 0.624 

Role Ambiguity -0.310 0.011 

Job Uncertainty -0151 0.228 

Quantitative Workload 0.292 0.018 

Responsibility towards Co-workers 0.084 0.504 

Supporting Factors 

Social Support from Superiors -0.113 0.365 

Social Support from Colleagues 0.267 0.030 

Social Support from Family Members 0.186 0.134 

 
3.  Working Period: Based on Table II, p-value (sig) 

value 0.237 > 0.05 then failed to reject H0 so that it can be 
concluded there is no significant relationship between work-
related stress and the actual working period. A positive sign 
in the value of ρ states that if the relationship between the 
two variables is positive or uni-directional, it can be 
interpreted as the longer the working period, the higher the 
amount of stress experienced. These results are relevant to 
research conducted by Barling, Kelloway, and Frone 
(2004). Based on the research, the longer people’s working 
period, the higher the work-related stress they experience is 
bound to be. 

 
B.  Work Stressor Factors  
 
1.  Role Conflict: Based on Table II, p-value (sig) value 

0.624 > 0.05 then fails to reject H0 so it can be concluded 
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there is no significant relationship between work stress and 
role conflict. A negative sign in the ρ value states that if the 
relationship between the two variables is negative or in the 
opposite direction it can be interpreted as the higher the 
amount of role conflict, the less work-related stress will be 
experienced. The results of this study are relevant to 
research conducted by Permadi (2018). The study showed 
no link between role conflict and work-related stress. 

 
2.  Role Ambiguity: Based on Table II, p-value (sig) 

value 0.011 < 0.05 which rejects H0 and accepts H1 so that 
it can be concluded there is a significant relationship 
between work-related stress and role ambiguity. A negative 
sign in the ρ value states that if the relationship between the 
two variables is negative or in the opposite direction, it can 
be interpreted that as role ambiguity increases, the level of 
work-related stress will go down. The results of this study 
are relevant to various studies conducted by Alias, Sehat, 
Othman, Marmaya, and Koe (2019), Karima (2014), and 
Lady, Susihono, and Muslihati (2017). Based on the 
research, the results indicate that role ambiguity (leading to 
vagueness and inaccuracy) is related to work stress. 

 
3.  Job Uncertainty: Based on Table II, p-value (sig) 

value 0.228 > 0.05 which fails to reject H0 so it can be 
concluded there is no significant link between work-related 
stress and job uncertainty. A negative sign in the value of ρ 
states that if the relationship between the two variables is 
negative or in the opposite direction, it can be interpreted 
that as job uncertainty increases, work-related stress will 
decrease. This is relevant to research conducted by Lady et 
al. (2017) as well as Fitri (2013). The outcome of this 
research indicates that job uncertainty is not related to work 
stress. 

 
4.  Quantitative Workload: Based on Table II, p-value 

(sig) value 0.018 < 0.05 which rejects H0 and accepts H1 so 
that it can be concluded there is a significant relationship 
between work-related stress and quantitative workload. A 
positive sign in the value of ρ states that if the relationship 
between the two variables is positive or uni-directional and 
can be interpreted that as the quantitative workload 
increases, work-related stress will go up as well. This is 
relevant to research conducted by Karima (2014) and Lady 
et al. (2017). Based on their studies, the quantitative 
workload is significantly and positively related to the work-
related stress experienced by workers. 

 
5. Responsibility for Other Workers: Based on Table II, 

the p-value (sig) value 0.504 > 0.05 which fails to reject H0 
so that it can be concluded there is no significant 
relationship between work-related stress and responsibility 
for other workers. A positive sign in the value of ρ states 
that if the relationship between the two variables is positive 
or uni-directional and can be interpreted as increased 
responsibility towards other workers will increase the level 

of work stress. This is relevant to research conducted by 
Karima (2014) and Lady et al. (2017). The outcome of their 
research indicates that responsibility for other workers is not 
related to work stress. 

 
C.  Supporting Factors  
 
1.  Social Support from Superiors: Based on Table II, 

the p-value (sig) value 0.365 > 0.05 fails to reject H0 so that 
it can be concluded there is no significant relationship 
between work-related stress and social support from the 
employer. A negative sign in the value of ρ states that if the 
relationship between the two variables is negative or in the 
opposite direction and can be interpreted as social support 
from the employer increases, then work stress will decrease. 

 
2.  Social Support from Colleagues: Based on Table II, 

p-value (sig) value 0.030 > 0.05 which rejects H0 and 
accepts H1 so that it can be concluded there is a significant 
relationship between work-related stress and social support 
from colleagues. A positive sign in the value of ρ states that 
if the relationship between the two variables is positive or 
uni-directional and can be interpreted as increasing social 
support from co-workers will increase work-related stress. 

 
3.  Social Support from Families: Based on Table II, the 

p-value (sig) value 0.134 > 0.05 which fails to reject H0 so 
it can be concluded there is no significant link between 
work-related stress and social support from the family. A 
positive sign in the value of ρ states that if the relationship 
between the two variables is positive or uni-directional and 
can be interpreted as increasing social support from the 
family will increase work-related stress (Johansson and 
Rubenowitz, 1994). 

The results of the study on supporting factors are 
relevant to the research conducted by Karima (2014). Based 
on the study, social support variables are not related to work 
stress. However, based on the research conducted by 
Caesaria (2010) on 61 workers in the production part of the 
Rubber Thread & Rubber Articles factory PT Industri Karet 
Nusantara yielded the research outcome that social support 
is negatively related to work stress. Research conducted by 
Lady et al. (2017) arrived at the same conclusion. 

 
MULTIVARIATE ANALYSIS  
 
This is an analysis conducted on more than two 

variables. It involved at least one dependent variable and 
more than one variable independent of the study. The 
purpose of multivariate analysis is to know and understand 
the influence of independent variables on their dependent 
variables simultaneously. In addition, this analysis aims to 
find out which particular factors most influence work-
related stress. 
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TABLE III. RESULTS OF DETERMINING COEFFICIENTS AND 
ANOVA 

Dependent Variables : Work-
related Stress 

R2 
ANOVA 

F 
p-value 

(sig) 
Independent 
Variables : 

Gender 
0.192 7.498 0.001 

Role Ambiguity 
Independent 
Variables : 

Role Ambiguity   
 

 
 Based on Table III the known determination coefficient 
value or R2 of 0.192 can be seen. This means that gender 
variables and role ambiguity can explain the 19.2% variance 
of work-related stress. Furthermore, from the ANOVA 
result, it is known that the p-value (sig) value in the F test is 
0.001. The p-value (sig) < alpha value (significance level 
0.05) so it can be concluded that gender and role ambiguity 
simultaneously have a significant effect on work-related 
stress. Moreover, based on the ANOVA test it can also be 
decided if the regression model is significant or fit. 
 

TABLE IV. MULTIVARIATE ANALYSIS OF T-TEST RESULTS 

Dependent Variables : 
Work-related Stress 

α Β 
t-Test 

t 
p-value 

(sig) 

Independent 
Variables : 

Gender 
0.877

0.529 2.785 0.007 
Role 

Ambiguity 
-0.028 -2.136 0.037 

 
Based on Table IV, it can be found that the p-value of 

both independent variables is smaller than the alpha value 
(significance level 0.05) so it can be concluded that there is 
a significant influence of both gender and ambiguity of job 
roles on work stress. Furthermore, when viewed from the 
value of its regression coefficient (β), gender variables are 
more dominant in terms of effect on work stress. But the 
dominant psychosocial factor affecting work stress is the 
ambiguity of job roles leading to vagueness and inaccuracy. 
This yields the following regression model equations. 

Work-related Stress = 0.887 + 0.529 (Gender) - 0.028 
(Role Ambiguity).  

This is in accordance with research from Mesko, Mesko 
Stok, Mijoc, Karpljuk, and Videmsek (2009) in Nasrani and 
Purnawati (2015) stating that gender affects stress levels, 
where higher levels of stress are found in women. In 
addition, this is in keeping with research conducted by Alias 
et al.  (2019) that role ambiguity or confusion has a 
significant influence on work-related stress. 

 
SUGGESTIONS FOR IMPROVEMENT 
 
There are five proposed improvements, namely 

counseling and briefing; analysis of workloads; 
implementation of effective communication; adequate 
nutrition; and the creation of standard operating procedures.  

 

IV. CONCLUSIONS 
  
The following conclusions have been drawn from the 

results of the study.  
1. The average work stress level experienced by 

operators working in the production division is 1.41 
(medium category). Overall the moderate level amounts to 
54.55%, the low stress rate to 33.33%, while the high stress 
level reaches 12.12%.  

2. Psychosocial factors associated significantly with 
work stress are role ambiguity, quantitative workload, and 
social support from co-workers.  

3. The psychosocial factor that partially affects work-
related stress is role ambiguity leading to vagueness and 
confusion.   

4. The proposed improvement is to implement effective 
communication, supply an adequate nutritional intake, and 
create standard operating procedures. 
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