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 Quality of life plays a crucial role in enhancing employee productivity. This study 
aimed to assess the relationship between job stress and quality of life among 
university staff, identifying types of stress that positively or negatively impact 
well-being. A total of 88 university employees participated, with data collected 
using the New Job Stress Scale and WHOQOL, both adapted into Indonesian. 
Analyses included one-predictor regression, product moment correlation, 
independent t-test, and one-way ANOVA to evaluate job stress and quality of life. 
The results indicated that job stress predicts quality of life and is correlated with 
all its domains. Specific components of job stress, such as working time, work-
related anxiety, role conflict, work-life balance, and coworker support, were 
significantly related to overall quality of life. No significant differences in job 
stress were observed based on gender, age, type of work, length of service, 
education level, or marital status. Similarly, quality of life did not vary by gender, 
age, type of work, education level, or marital status. However, significant 
differences in quality of life were found based on service length, with employees 
working more than five years reporting better quality of life than those with one 
to three years of service. The findings suggest universities should implement 
stress management programs and improve work-life balance policies to enhance 
staff well-being, particularly for long-serving employees. 
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INTRODUCTION 
 

Quality of life is a crucial factor in supporting employee 
productivity. Employees with a good quality of life tend to 
exhibit better mental, physical, and social health, enabling 
them to function optimally in the workplace. Quality of life is 
commonly defined as an individual's overall assessment of 
how well their life is going, ranging from good to bad 
(Veenhoven, 1999). The measurement of quality of life can 
help identify individuals at risk of health issues, facilitating 
preventive measures (Frisch, 2006). 

Quality of life is a multidimensional construct that 
involves an individual’s perception of various life domains, 
including physical, environmental, psychological, 
independence, and spiritual aspects (Galloway et al., 2006). 
Schalock et al. (2010) described quality of life as a multi-
dimensional phenomenon shaped by personal and 
environmental factors, encompassing domains such as 
emotional well-being, interpersonal relationships, material 
well-being, personal development, physical well-being, self-

determination, social rights, and inclusion. These factors 
interact and influence one another, meaning that an 
individual's quality of life can fluctuate depending on how 
they perceive life events. 

Work plays a significant role in shaping an employee’s 
quality of life (Eurostat, 2022). Based on the explanation, 
quality of life can be assessed from the physical, 
psychological, social, and environmental conditions 
experienced by an individual (Larasati, 2009), especially in 
the workplace. Jobs provide financial stability, a sense of 
identity, opportunities for social contact, and avenues for 
personal development. However, prolonged working hours, 
discrimination, violence, insecurity, and underpayment can 
negatively impact an employee’s quality of life (Eurostat, 
2022). Among the many factors that influence quality of life, 
job stress is particularly notable. WHO (2020b) defines job 
stress as the stress related to excessive workloads, a 
common experience for employees across various sectors. 
Excessive job stress can result in anxiety, mood swings, and 
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health problems, which subsequently affect both mental and 
physical well-being (Ahmad et al., 2018). 

The cognitive stress appraisal theory suggests that 
individuals evaluate stress as either a threat or a challenge 
(Tohmiya et al., 2018). Job stress can have both positive and 
negative effects. Moderate job stress may enhance 
enthusiasm and work efficiency (Li et al., 2019), while long-
term job stress tends to have a detrimental impact on 
physical and mental health, reducing quality of life. Studies 
consistently show that job stress affects the quality of life 
(Ahmad et al., 2018; Bolhari et al., 2012; Lu et al., 2019; 
Nanci & Velmurugan, 2018). Job stress factors such as 
overload role or work (Lan et al., 2018; Purkait, 2016), 
psychological safety (Grailey et al., 2021), role conflict 
(Bolhari et al., 2012; Purkait, 2016), job pressure (Bolhari et 
al., 2012; Lan et al., 2018; Purkait, 2016), job responsibilities 
(Purkait, 2016), work speed, and repetitive work (Bolhari et 
al., 2012) have influences on the employees’ quality of life. 
In addition, job stress caused by low performance control 
and low performance rewards also affects a decrease in 
quality of life (Ahmad et al., 2018; Lu et al., 2019).  

Job stress not only affects individuals but also has 
broader organizational consequences. High levels of job 
stress are associated with various health issues, including 
cardiovascular and metabolic diseases, psychological 
disorders, musculoskeletal pain, and work-related injuries 
(American Psychological, 2018; Edimansyah et al., 2008; 
Hirokawa et al., 2016; Lee et al., 2015). These health 
problems can increase absenteeism, staff turnover, and 
reduce motivation, thereby negatively impacting 
organizational productivity and raising healthcare costs 
(Brattig et al., 2014; International Labour, 2016; Momsen et 
al., 2014). 

Sociodemographic factors also play a role in job stress 
and quality of life. Research has found differences in job 
stress based on age, marital status (Mosadeghrad et al., 
2011), gender (Bech et al., 2005), level of education (Purkait, 
2016), work experience (Mosadeghrad et al., 2011; Purkait, 
2016), and working hours (Chen et al., 2014). Quality of life is 
similarly influenced by sociodemographic variables, 
including gender and education level (Lu et al., 2019), and 
employment status (Chen et al., 2014). However, some 
studies suggest that job stress and quality of life are not 
correlated with factors like age, gender, or work experience 
(Kent et al., 2019). This study aims to further explore how 
sociodemographic factors, such as gender, age, education 
level, tenure, type of work, and marital status, impact job 
stress and quality of life, particularly among university staff, 
as tenure and type of work are under-researched in this area. 

Previous research has primarily focused on the 
relationship between job stress and quality of work life 
(Giarelli et al., 2016; Hans et al., 2015; Mohammadi et al., 
2022; Molazem et al., 2022; Poku et al., 2022). However, 
there is limited research on the correlation between job 
stress and general quality of life, particularly among 
university staff. Therefore, this study seeks to contribute to 
the existing knowledge by exploring the relationship 
between job stress and quality of life in higher education 
institutions. It uses the recently developed Job Stress Scale 
by Shukla and Srivastava (2016), which includes components 
such as role conflict, time-related stress, work-related 
anxiety, coworker support, and work-life balance. Given that 
this scale is relatively new and underutilized, this study will 
provide valuable insights into its application and contribute 
to the broader understanding of job stress and quality of life 
in university settings. 
 

RESEARCH METHODS 
 
Research Design and Data Collection 

 
The variables of this study are quality of life as a 

dependent variable and job stress as an independent 
variable. This study used a cross-sectional, descriptive, 
correlational, comparative design with a survey 
methodology. The data were collected from 14 to 16 
December 2020. Before filling out the research scale, the 
participants were asked to fill out informed consent to 
participate in the study and to maintain the anonymity and 
confidentiality of their data. 
 
Research Population and Sample 

 
The study was conducted with employees from Aisyah 

Pringsewu University. The total population consisted of 130 
employees. A purposive sampling technique was used to 
select the respondents based on specific inclusion and 
exclusion criteria to ensure the relevance of the sample to 
the study’s objectives. The inclusion criteria were: (a) 
employees aged 18 years or older, (b) full-time employees 
with at least one year of service, and (c) respondents who 
completed all sections of the questionnaire. The exclusion 
criteria included: (a) part-time or temporary employees, and 
(b) incomplete responses to the questionnaire. 

Out of the 130 employees, 88 respondents met the 
inclusion criteria and participated in the study. The 
purposive sampling method ensured that the sample 
represented various departments within the university while 
focusing on employees who had sufficient experience to 
assess their job stress and quality of life accurately. The 
response rate was 67%, which is considered acceptable for 
survey-based research in organizational settings (Fowler, 
2014).  
 
Research Instruments 

 
The research instruments were designed to measure the 

employees’ job-stress level and quality of life. The scale 
instrument was divided into three sections. 

Section 1: Demographics. The demographic scale 
instrument collected data related to the respondents, namely 
(a) age, (b) gender, (c) education level, (d) length of service at 
university, (e) work placement, and (f) marital status. 

Section 2: Quality-of-Life Scale. This scale used the 
WHOQOL-BREF scale previously adapted by several experts 
(WHO, 2020a). The WHOQOL-BREF scale used in this study is 
an adapted version in Indonesian by (Mardiati et al., 2004). 
The quality-of-life scale consists of 26 items covering 
physical, environmental, social, and psychological 
relationship domains. The measuring tool of quality of life 
can be accessed and downloaded on the official website of 
WHO Indonesia. The responses on the scale were expressed 
on a 5-point scale from “very low” (rated 1) to “very high” 
(rated 5) for each item.  

Section 3: Job-Stress Scale. This instrument used the New 
Job Stress Scale (Shukla & Srivastava, 2016) consisting of 22 
items covering some components such as role conflict, time-
related stress, work-related anxiety, co-worker support, and 
work-life balance. The New Job Stress Scale was adapted and 
translated to Indonesian through a forward-backward 
translation process. After the adaptation process was carried 
out, the scale was then tested. Based on the trial results of 22 
items, there were 5 failed items, so this study used 17 valid 
items. The responses on the scale were expressed on a 5-
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point scale, namely strongly disagree (1), disagree (2), 
neutral (3), agree (4), and strongly agree (5). 

The New Job Stress Scale (Shukla & Srivastava, 2016) was 
adapted into Indonesian using a forward-backward 
translation method to ensure linguistic and cultural 
equivalence (Beaton et al., 2000). This process involved 
translating the original English version into Indonesian by 
bilingual experts, followed by back-translation to English by 
a separate group of bilingual translators. Any discrepancies 
between the original and back-translated versions were 
resolved through discussion, ensuring that the meaning of 
the items was preserved. After translation, the adapted 
version underwent a pilot test with a sample of university 
staff to evaluate its reliability and validity in the Indonesian 
context. Cronbach's alpha for the adapted scale 
demonstrated adequate internal consistency (α = 0.785), 
indicating that the instrument was reliable for measuring job 
stress in this population. 

Similarly, the WHOQOL-BREF, a widely used measure of 
quality of life, was adapted to the Indonesian language by 
experts following a rigorous translation and validation 
process (Mardiati et al., 2004). This adaptation ensured that 

the scale's psychometric properties remained intact, 
allowing for accurate assessment of quality of life among 
Indonesian university staff. The Indonesian version of the 
WHOQOL-BREF has been validated in several studies and 
demonstrated good reliability (α = 0.922), making it a 
suitable tool for this research. The number of items and the 
reliability of the three scales used in the study can be seen in 
table 1. 

 
Data analysis 

 
All analytical calculations were performed by using SPSS 

20 for Windows. The statistical technique used to test the 
correlation between job stress and quality of life is one-
predictor regression analysis and product moment. The 
rejection of the null hypothesis was carried out at the 95% 
confidence interval. Additional analysis was done by using 
the independent t-test and one-way ANOVA to see job stress 
and quality of life-based on sociodemographic data. In the 
one-way ANOVA test, significant test results were followed 
up or post hoc test with Bonferroni correction. 

 
Table 1 
Estimation of reliability of instruments 
 

Construct Item Corrected item-total correlation Cronbach’s alpha 
Overall Quality of Life 26 .335 - .713 .922 

Physical Domain 7 .425 - .706 
Psychological Domain 6 .335 - .692 
Environmental Domain 8 .364 - .667 
Social Domain 3 .360 - .713 

Overall Work Stress 17 .309 - .545 .785 
Role Conflict 4 .311 - .475 
Time Stress 2 .247 - .387 
Anxiety 4 .427 - .586 
Co-workers Support 3 .249 - .377 
Work-Life Balance 4 .430 - .563 

 
 
Tabel 2  
Percentage of participants and the mean score of their work stress and QOL (N= 88) 
 

Demographic Parameters Percent of 
sample 

Work Stress Quality of Life 
Mean SD Mean SD 

Gender      
Male 38.6 42.147 9.646 100.706 11.134 
Female 61.4 42.926 7.883 98.519 11.398 

Age (years)      
18 – 30 56.8 41.580 8.347 100.120 10.598 
31 – 45 43.2 44.000 8.755 98.368 12.200 

Education      
High School 13.6 44.500 11.237 96.00 9.964 
Diploma 3.4 42.667 7.095 108.000 5.568 
Bachelor’s Degree Graduate 31.8 41.214 6.574 99.464 10.358 
Postgraduate 51.2 43.000 9.065 99.622 12.305 

Tenure (years)      
< 1 year 26.1 42.043 7.986 101.783 9.667 
1 – 3 years 26.1 43.304 8.210 93.609 11.200 
3 – 5 years 13.7 38.833 4.529 99.583 8.039 
>5 years 34.2 44.067 10.191 101.833 12.415 

Type of Employment      
Lecturers 53.4 42.894 9.135 100.106 12.271 
Staff 46.6 42.317 7.954 98.512 10.117 

Marital Status      
Single 38.6 42.962 8.796 99.382 10.739 
Married 59.1 42.962 8.582 98.923 11.417 
Widowed 2.3 39.000 5.657 110.500 19.092 
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RESEARCH RESULTS 
 
Characteristics of Respondents 

 
The characteristics of the respondents can be seen in table 2. 
More than half of the respondents are women (61.4%), and 
the majority of respondents had at least postgraduate level 
of education (51.2%). The employees at university were 18-
45 years old and dominated by young people (56.8%). The 
majority of respondents have worked more than five years at 
university (34.2%), are lecturers (53.4%), and are married 
(59.1%). 
 
Correlation between Job Stress and Quality of Life (QoL) 

 
The results of one-predictor regression analysis showed 

that there was a significant effect of job stress on QoL (F = 
26.468; p<0.01). Job stress can predict quality of life with a 
predictor contribution of 23.5%. Based on the direction of the 
correlation, there was a negative relationship between job 
stress and quality of life (r = -0.485; p<0.01), indicating that 
the employees experiencing high job stress had a low QOL. 
Conversely, the employees experiencing low job stress had a 
high QOL. These results support the hypothesis of this study. 

As expected, the results of the correlation analysis 
revealed a significant correlation between stress-related 
factors and QOL domains. Of the 30 correlations between 
stress-related factors and QOL domains in this study, 19 had 
a significant correlation at the level of 0.01, and 9 had a 
significant correlation at the level of 0.05.The correlation 
results revealed that the components of job stress such as 
working time (r = -0.281; p<0.01), work-related anxiety (r = -
0.357; p<0.01), and role conflict (r = -0.291; p<0.01) had 
negative correlation on QOL, meanwhile work-life balance (r 
= 0.388; p<0.01) and co-worker support (r = 0.389; p<0.01) 
correlated positively on employee’s QOL. 

For the correlation of job stress and its components on 
QOL, it was found that overall job stress (r = -0.460; p<0.01), 
working time (r = -0.315; p<0.01), work-related anxiety (r = -
0.377; p<0.01), role conflict (r = -0.286; p<0.01) had negative 
relationship with physical domain of QOL, whereas, work-
life balance (r = 0.283; p<0.01) and co-worker support (r = 
0.379; p<0.01) correlated positively on physical domain of 
QOL. In the psychological domain, overall job stress (r = -
0.383; p<0.01), working time (r = -0.215; p<0.05), work-
related anxiety (r = - 0.211; p<0.05), role conflict (r = -0.236; 
p<0.05) correlated negatively on psychological domain of 
QOL, meanwhile work-life balance (r = 0.304; p<0.01), and 
co-worker support (r = 0.335; p<0.01) had positive 
relationship with psychological domain of QOL. Then, in the 
social domain, only overall job stress (r = -0.292; p<0.01) had 
negative correlation on QOL, while work-life balance (r = 
0.242; p<0.05) and co-worker support (r = 0.300; p<0.01) 
positively related on QOL. Lastly, in the environmental 
domain, overall job stress (r =-0.445; p<0.01), working time 
(r = -0.220; p<0.05), work-related anxiety (r = -0.327; p < 
0.01), and role conflict (r = -0.233; p<0.05) had negative 
relationship with QOL, whereas work-life balance (r = 0.445, 
p<0.01) and co-worker support (r = 0.337; p<0.01) had 
positive correlation on QOL. 

 
Job stress 

 
The results of the independent t-test of the job stress 

variable on the demographics presented in Table 4 and 5 
showed that there was no significant difference in job stress 
in terms of gender (t = -0.414; p>0.05), age (t = -1.319; p> 

0.05), type of work (t = 0.313; p> 0.05), length of service (F = 
1.158; p> 0.05), education level (F = 0.948; p> 0.05), and 
marital status (F = 0.236; p>0.05). 
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Table 4 
Independent t-test for Job Stress and Quality of Life Based on Gender, Age and Type of Employment (N=88) 

 

Variable Distribution F 
Job Stress Quality of Life 

Mean SD t p Mean SD t p 
Gender Men 34 42.15 9.646 -.414 .680 100.71 11.134 .884 .379 

Women 54 42.93 7.883   98.52 11.398   
Age 18 – 30 50 41.58 8.347 -1.319 .191 100.12 10.598 .719 .474 

31 – 45 38 44.00 8.755   98.37 12.200   
Type of 
Employment 

Lecturers 47 42.89 9.135 .313 .755 100.11 12.271 .659 .512 
Staff 41 42.32 7.954   98.51 10.117   

 
 

Table 5 
One-Way Anova for Stress and Quality of Life Based on Education, Tenure and Marital Status (N=88) 

 
Variable/ Distribution  F Job Stress Quality of Life 

Mean SD F p Mean SD F p 
Tenure          

< 1 year 23 42.04 7.986 1.158 .331 101.78 9.667 3.025 .034 
1 – 3 years 23 43.30 8.210   93.61 11.200   
3 – 5 years 12 38.83 4.529   99.58 8.039   
>5 years 30 44.07 10.191   101.83 12.425   

Education          
High School 12 96.00 9.964 .948 .421 96.00 9.964 .948 .421 
Diploma 3 108.00 5.568   108.00 5.568   
Bachelor’s Degree 
Graduate 

28 99.46 10.358   99.46 10.358   

Postgraduate 45 99.36 12.305   99.62 12.305   
Marital Status          

Single 34 42.32 8.796 .236 .790 99.38 10.739 1.014 .367 
Married 52 42.96 8.582   98.92 11.417   
Widowed 2 39.00 5.657   110.50 19.092   

 
 
Table 6  
Bonferroni Test of Quality of Life on Length of Service 
 

(I) Tenure (J) Tenure Mean Difference (I-J) P 
<1 year 1-3 years 

3-5 years 
>5 years 

8.174 
2.199 
-.051 

.077 
1.000 
1.000 

1-3 years <1 year 
3-5 years 
>5 years 

-8.174 
-5.975 
-8.225 

.077 

.767 

.048 
3-5 years < 1 year 

1-3 years 
>5 years 

-2.199 
5.975 
-2.250 

1.000 
.767 

1.000 
>5 years < 1 year 

1-3 years 
3-5 years 

.051 
8.225 
2.250 

1.000 
.048 

1.000 
 

 
Quality of Life 

 
The results of the independent t-test of the quality-of-life 

variable on the demographics presented in Table 4 and 5 
showed that there was no significant difference in quality of 
life in terms of gender (t = 0.884; p>0.05), age (t = 0.719; 
p>0.05), type of work (t = 0.512; p>0.05), education level (F = 
0.948; p>0.05), and marital status (F = 1.014; p>0.05). 
Quality of life only had a significant difference in terms of 
length of service (F = 3.025; p<0.05). To see which length of 
service had a higher quality of life, a post hoc test with 
Bonferroni correction was performed (Table 6). There was a 
difference in quality of life in the group of employees who 
have worked for one to three years and employees who have 
worked for more than five years (Mean = 8.225; p<0.05). The 

employees who have worked for more than five years had a 
higher quality of life than those who have worked for one to 
three years. 
 
 
 
DISCUSSION 

 
This study found a negative relationship between job 

stress and quality of life, meaning that the employees with 
low job stress tend to have a good quality of life. On the 
other hand, the employees with high job stress tend to have 
a low quality of life. This study is in line with several 
previous researches that job stress had a negative 
relationship with the employees’ quality of life (Ahmad et 
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al., 2018; Bolhari et al., 2012; Li et al., 2019; Lu et al., 2019; 
Nanci & Velmurugan, 2018). 

Stress is an unpleasant psychological process to respond 
to environmental pressures. Job stress is an unpleasant 
emotional situation experienced by an individual when 
demands of job are not balanced with their ability (Naqvi et 
al., 2013). Job stress occurs due to work demands that are 
not in accordance with an individual’s abilities, and these 
excessive demands lead to physical and psychological 
problems to the employees. Job stress can be one of the 
factors that have an impact on the employees’ quality of life 
(Hardani, 2016). This study found that the components of job 
stress such as working time, work-related anxiety, role 
conflict, work-life balance, and co-worker support correlated 
with the employees’ quality of life. 

Working time had a negative correlation with quality of 
life. It means that the employees with higher working time 
tend to have lower quality of life. Several previous studies 
had shown that working under heavy workload pressure or 
long-time working conditions caused physical and mental 
discomfort and fatigue (Chen et al., 2014; Taris et al., 2001), 
thus leading to poor quality of life. The study conducted by 
Woo et al. (2020) had shown that there was a significant 
correlation between working hours with health-related 
quality of life. Physical problems due to long-time working 
are mostly caused by lack of physical activities and self care 
which affect quality of life. In the institution in this study, 
full-time employees will work for 40 hours a week. However, 
if there are activities such as carrying out accreditation or 
other important activities, some employees will generally 
work overtime for a certain period so that some might 
experience fatigue both physically and mentally. 

Work-related anxiety had a negative relation with 
quality of life. Therefore, anxiety management in the 
workplace is crucial because it has a negative impact on 
productivity and organizational growth. In addition, a bad 
work environment will cause employees to risk factors 
related to stress that will lead to the development of 
depression and anxiety disorders (Plaisier et al., 2012). 
Studies show that several conditions in the workplace can 
trigger anxiety, including experiencing or imagining failure 
in carrying out tasks, control function and sanctions from 
superiors, and obtaining intimidation and discrimination in 
the workplace (Muschalla, 2016). In addition, lack of 
information, and changing work assignments without 
warning (Leach et al., 2013), can trigger anxiety and tension. 
This condition will affect quality of life. Quality of life is one 
of the indicators used in assessing and evaluating health and 
well-being (Uddin et al., 2017). 

Role conflict had a significantly negative relationship 
with quality of life. Job stress including excessive workload, 
role conflict, heavy-workload pressure conditions, and 
responsibilities had an impact on quality of life (Purkait, 
2016). In addition, the other study also showed that role 
conflict was significantly negative correlated to quality of life 
(Ismail, 2006). For example, a lecturer who gets additional 
work as head of department, dean, or head of research 
institutions not only do work as a lecturer who provides 
teaching and conducts research but also does administrative 
work related to institutional management according to their 
main tasks and functions so that it creates role conflict. Role 
conflict occurs when empoyees are incapable to face the 
demands placed upon them relating to their job or position 
so that it affects on quality of life. 

Work-life balance had recently relation to quality of life. 
Work-life balance has been interpreted as a set of flexible 
work patterns, including part-time work, job sharing, 

alternate breaks and working hours that can help people 
balance their work and home commitments (Department of 
& Industry). This is part of a broader trend where homework 
is presented as an answer to the pressures of work life; that 
being at home, by themselves, can counteract work-life 
stress and positively affect work-life balance. Lewis et al. 
(2003) argue that work-life balance has been constructed as 
a personal matter in which an individual must coordinate 
various aspects of their personal life. 

Co-worker support had positive correlation with quality 
of life. Research conducted by Bech et al. (2005) found that 
work-related stressors included excessive workload, lack of 
team vigor, and lack of social support affect quality of life. 
Job stress caused by the lack or absence of social support 
from co-workers can reduce the quality of life. Social support 
plays important role as the stress-buffering (Helgeson, 2003). 
When there are a lot of work demands, co-worker support 
could strengthen individual to cope with stress so that it 
could increase quality of life.  

Lastly, job stress correlated with quality of life in the 
environmental domain. Factors affecting job stress are the 
physical demands of work and distress caused by the 
environment such as noise, vibration, extreme temperatures, 
workload, and working hours (Ahmad et al., 2018). Most 
employees experience stress due to a noisy environment at 
work, affecting their concentration in completing tasks and 
indirectly making them go home late, causing them to lack of 
sleep (Schabracq & Cooper, 2000), which eventually can 
reduce an individual’s quality of life. A work environment 
which is more meaningful, more independent, and increases 
feedback can reduce stress on the employees because these 
factors can provide greater control over work activities and 
reduce dependence on others (Robbins & Judge, 2017). 

This study found that there were significant differences 
in terms of length of service. The employees who have 
worked for more than five years have a higher quality of life 
than those who have worked for one to three years. Previous 
study by Setiawan and Febriyanto (2020) showed that there 
was a relationship between length of service and quality of 
life i.e., the longer the employee works, the more experience 
the employee has in carrying out his/her work activities. The 
improvement in the quality of life for the employees who 
work for longer work period is due to higher salary 
allowances than those who have just begun working at the 
institution. The lack of reward and recognition was related 
to the causes of stress and affected the employees’ 
concentration and confidence (Ahmad et al., 2018). In this 
study, both the length of service and the job stress affect an 
individual’s quality of life. 
 
Job Stress and Quality of Life Based on Sociodemographic 
Factors 

 
The independent t-test and one-way ANOVA results 

revealed no significant differences in job stress when 
examined by gender, age, education level, marital status, or 
type of work. This finding aligns with previous research that 
suggests certain sociodemographic variables, such as gender 
and age, may not universally predict differences in job stress 
across different working environments (Kent et al., 2019). 
One explanation could be that both male and female 
employees experience similar work demands and pressures 
in the university setting, leading to comparable levels of job 
stress. Additionally, younger and older employees might be 
equally exposed to stress-inducing factors, such as workload 
and role conflict, which could neutralize any potential age-
related differences (Bech et al., 2005). 
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Moreover, it is possible that in the university 
environment, shared job characteristics, such as academic 
responsibilities and institutional policies, create a uniform 
experience of job stress across different demographic groups 
(Mosadeghrad et al., 2011). This homogeneity in stressors 
could explain why age and gender do not significantly affect 
stress levels, as seen in other professions where these factors 
are more pronounced (Chen et al., 2014). Although these 
results indicate no significant differences, they do not 
diminish the potential impact of other job-related variables 
that might contribute to individual differences in stress. 
Future research could explore additional factors such as 
coping mechanisms, social support, or work-life balance 
strategies that might vary more substantially across 
demographic groups (Lu et al., 2019). 

This study confirms the significant negative relationship 
between job stress and quality of life among university staff, 
which aligns with previous research (Ahmad et al., 2018; Lu 
et al., 2019). Employees with higher levels of job stress tend 
to report lower overall quality of life, particularly in the 
physical, psychological, and social domains. The findings 
highlight the importance of effective stress management 
strategies in maintaining or improving employee well-being. 

 
Practical Implications for University Policies 

 
To summarize, job stress played an important role in the 

employees’ quality of life. High job stress can affect physical, 
psychological, behavioral, and social conditions, thereby 
reducing the quality of life. Institutions must take some 
actions to reduce the job-stress level of their employees by 
providing counseling services (Isaksson Ro et al., 2010), 
PsyCap interventions (PCI) (Dello Russo & Stoykova, 2015; 
Luthans et al., 2013; Luthans et al., 2006; Luthans et al., 
2010; Luthans et al., 2008), and stress management training 
(Feuerstein et al., 2004; Ravari et al., 2020). Mindfulness-
based interventions were also found to reduce work stress 
levels (Fiore, 2021; García-Magariño et al., 2019; Lee et al., 
2020; Pflügner et al., 2021). 

Given the findings, it is crucial for universities to develop 
comprehensive stress management programs that address 
the key components of job stress identified in this study, 
such as role conflict, work-related anxiety, and work-life 
balance. Universities should consider implementing policies 
that foster a healthier work environment, such as flexible 
working hours, support for work-life balance, and mental 
health resources. For instance, providing access to counseling 
services or creating peer support groups could help mitigate 
the negative impact of work-related anxiety (Plaisier et al., 
2012). 

Moreover, promoting a culture of open communication 
and team support can enhance coworker relationships, 
which the study found to be positively correlated with 
higher quality of life. Establishing regular feedback 
mechanisms where employees can discuss their workload 
and any role conflicts could reduce stress caused by 
excessive or unclear job responsibilities (Bech et al., 2005). 

In addition, the study’s finding that employees with 
longer tenure experience higher quality of life suggests that 
universities should focus on retention strategies that reward 
long-serving employees. This could include offering career 
development opportunities, mentoring programs, and 
incentives for long-term service, which not only enhance 
employees' job satisfaction but also contribute to their 
overall well-being (Setiawan & Febriyanto, 2020). 
 
 

LIMITATIONS OF THE STUDY 
 
This study has several limitations. First, the data 

collection using a self-report scale to assess job stress and 
quality of life may have a bias effect in filling out the scale. 
Second, the subjects of this study come from the same 
university which may have a bias in the data. Third, the 
demographics of the respondents are uneven and dominated 
by certain groups such as women and higher education, and 
the small number of sample size. For the future study, it is 
suggested to pay attention to other variables that can 
contribute to job stress and quality of life, such as tenure that 
has been found in this study. For future research, it is 
expected to explore the dynamics of tenure related to stress 
management and quality of life, whether the longer the 
working period, the better stress management and higher 
quality of life. 
 
 
 
CONCLUSION 

 
This study shows that job stress is negatively related to 

quality of life. Components of job stress including working 
time, work-related anxiety, role conflict, work-life balance, 
and co-worker support affect the employees’ quality of life. 
Employees who have worked for more than five years have a 
higher quality of life than those who have worked for one to 
three years. Several programs including counseling services, 
meditation programs, and stress management training for 
the employees are required to reduce job stress. These 
programs aim to help the employees be productive and 
perform well in their job to obtain a high quality of life. 
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