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Abstract 
Work stress appears as an interesting topic in the era of society 5.0, this condition can even 

arise among university workers. The emergence of work stress among workers in higher 
education can be caused by involvement in work. This lack of involvement triggers low 
performance and low welfare. The aim of this research is to obtain a representation of the work 
stress of university employees in Yogyakarta and the factors that influence it. The research 
sample was 329 workers at Yogyakarta City Universities who were selected using proportional 
random sampling techniques. Limitations for determining the research sample using the Krejcie 
Table for sample size. The data collection technique uses the Job Stress Scale adopted from Vic 
Catano's Stressors and Stress Outcomes, consisting of 8 aspects, namely competence, workload, 
work schedule, role conflict, role ambiguity, routine, rewards, life balance, and policy making. The 
data analysis technique used in this research is descriptive. The research results showed that 72% 
of workers said they were not experiencing work stress in terms of workload, routine, rewards 
and life balance. Meanwhile, health factors show a high percentage compared to the 
environment, meaning that health describes the work stress experienced by workers. University 
guidance and counseling service units can at least play a role in providing the training, counseling 
and therapy programs needed to overcome work stress. 
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Introduction 

The job stress of university workers requires special attention in the era of society 5.0 in 
influencing individual involvement in the workplace. Stress is a common problem experienced by 
workers as a result of excessive work, especially the presence of freedom to learn which causes 
changes in the education system in higher education (Sari, et al., 2021). This change affects 
workers' work stress levels because they have to adapt to new habits. Yinghao et al. (2023); 
Commey-Mintah (2023); Jadidi et al. (2023) stated that work stress is attracting increasing 
attention because it has been proven to be related to work engagement, affecting the resilience of 
worker groups, and even daily life. This means that individual involvement in the work 
environment is influenced by work stress that is generated as a result of the initial perceptions 
that arise. Furthermore, the transactional model states that work stress can occur due to 
continuous interactions between individuals and the environment which is caused by initial 
perceptions of a situation (Silinda, 2019; Akah, et al., 2022; Chadi, 2023). College workers' initial 
perceptions of their work tasks influence their cognitive and emotional abilities, so that the 
resulting behavior is a manifestation of work stress or not. 

Work stress is a psychological and physiological response to certain events and disrupts an 
individual's personal balance (Emadikhalaf, et al., 2023; Bano, et al., 2023). Individuals who 
experience work stress generally experience fatigue, high blood pressure, and sleep disturbances. 
Wang et al. (2023) stated that the specific factors that trigger stress are workload and role conflict. 
Workload and role conflict can affect the mood and fulfillment of workers' personal needs, which 
can trigger the risk of work stress. Furthermore, the risks that arise when individuals experience 
work stress are boredom, fatigue, and not achieving job satisfaction (Harju, et al., 2023; Zhagini, 
et al., 2023; Duffee & Willis, 2023). Boredom and fatigue are a result of excessive work stress and 
can occur among workers, one of which is workers at colleges or universities. 

Lee et al. (2022); Hammali & Nastiezaie (2022) state that universities are responsible for 
mental health needs to improve learning, personal growth and the well-being of academic staff as 
a result of work stress. Universities need to understand stress agents that can affect work, such as 
high responsibilities, challenges, work complications, and high workloads. State of the Global 
Workplace 2023 reports that workers in East Asia will experience an increase in 2022 to 60% of 
workers experiencing work stress, but the specific cause is not yet known (Gallup, 2023). This 
means that work stress needs to be a concern for universities to maintain and improve worker 
welfare. 

The role of guidance and counseling services at universities can play a role in improving the 
welfare of university workers and reducing work stress. This is due to the need to provide a 
comfortable and collaborative environment through systematic support to face work challenges 
(Mullen, et al., 2021). The implementation of guidance and counseling at the tertiary level can be 
carried out by the service unit at the tertiary institution (Putra & Fauziah, 2022). Guidance and 
counseling service units can play a role in providing assistance services needed by workers in 
higher education. Dieudonne (2022) states that access to assistance services can be obtained, one 
of which is helping to improve performance, either through training or counseling. However, 
studies on the level of work stress of university workers need to be studied in order to provide 
appropriate support services. Thus, the aim of this research is to obtain a representation of the 
work stress of university employees in Yogyakarta and the role of guidance and counseling . 

Method  

The research method used is quantitative with a cross sectional study type of research to 
obtain an overview of the work stress of university workers in the city of Yogyakarta and the 
factors that influence it. This type of cross-sectional research was chosen because it was to 
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measure the prevalence and describe the work stress experienced (Wang & Cheng, 2020). The 
population of this study were workers at Yogyakarta City Universities and the research sample 
was 329 workers at Yogyakarta City Universities. The city of Yogyakarta was chosen because 
Yogyakarta is nicknamed the city of education, so it requires a workforce that is reliable and can 
work to meet demands (Darumurti, 2023). The sampling technique uses proportional random 
sampling at certain unnamed universities as a form of maintaining the confidentiality of research 
subjects. To limit the number of samples, the Krejcie Table is used for sample size. The data 
collection technique uses the Job Stress Scale adopted from Vic Catano's Stressors and Stress 
Outcomes (Catano, 2010; Catano et al., 2010) based on a review of research results. The research 
adaptation process consists of: (1) arranging permits for adapting research instruments; (2) 
changing the original instrument to Indonesian; (3) carry out readability tests; (4) the instrument 
was changed back to English to match the original instrument; (5) the instrument was changed to 
Indonesian and a field test was carried out. Test the validity of the I nstrument using expert 
judgment to determine the suitability between the scale prepared and the theoretical concept 
used. The data analysis technique used in this research is descriptive. 

Findings and Discussion 

The aim of this research is to determine the representation of work stress for university 
workers, so that the role of guidance and counseling at universities in providing support services 
can be known. Many university workers in Yogyakarta have work stress at a very low level. 

Findings 

The results of frequency analysis show that 72% of workers have low work stress regarding 
work (Table 1). An overview of workers who experience work stress and the work stress factors 
that influence it can be seen in the table below. 

Table 1. Results of Descriptive Analysis of Job Stress 

Descriptive Statistics 
  N Range Minimum Maximum Mean Std. Deviation 
Job stress 329 111.00 99.00 210.00 136.8116 15.13520 

Table 2. Results of Frequency Analysis of Job Stress and Factors that Influence Job 
Stress 

Information Percentage Mean 

Job Stress 72% (Very Low) 
26% (Medium) 
3% (Very High) 

136, 81 

Aspect 
Competency Aspects 6% (Very Low) 

20% (Medium)  
74% (Very High) 

21.26 

Workload Aspects 51% (Very Low) 
33% (Medium) 
16% (Very High) 

14.95 

Aspects of Work Schedule 48% (Very Low) 
33% (Medium) 
29% (Very High) 

11.81 

Aspects of Role Conflict 33% (Very Low) 
45% (Medium) 
22% (Very High) 

12.84 
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Information Percentage Mean 

Aspects of Role Ambiguity 6% (Very Low) 
17% (Medium) 
77% (Very High) 

16.85 

Routine Aspect 59% (Very Low) 
35% (Medium) 
6% (Very High) 

10.76 

Rewards Aspect 61% (Very Low) 
33% (Medium) 
6% (Very High) 

10.64 

Aspects of Life Balance 63% (Very Low) 
29% (Medium) 
8% (Very High) 

12.86 

Aspects of Policy Making 12% (Very Low) 
35% (Medium) 
53% (Very High) 

24.83 

Influencing Environment 
Work environment 79% (Very Low) 

17% (Medium) 
4% (Very High) 

33.51 

Health 14%% (Very Low) 
76% (Medium) 
10% (Very High) 

47.57 

Based on table 2 above, it shows that 72% of workers at Yogyakarta have low, even very 
low, work stress. This means that university workers in the city of Yogyakarta do not have high 
work stress. Meanwhile, in terms of work stress aspects, workload (51%), work schedule (48%), 
role conflict (33%), routine (59%), rewards (61%), life balance (63%) have an influence low, even 
very low levels of work stress. Meanwhile, other aspects, namely competence (74%), role 
ambiguity (77%), and policy making (53%) explain a lot of the causes of work stress among 
university workers. In fact, the average for these three aspects shows higher results than the 
others. Judging from the percentage of influencing factors, health factors can influence the work 
stress of workers in higher education. This can be seen in table 2, as many as 76% of respondents 
stated that health factors had a moderate influence on work stress. Meanwhile, 79% of workers 
stated that the work environment was very low in influencing worker stress at Yogyakarta. 

Discussion  

The research results show that many university workers in the city of Yogyakarta do not 
experience work stress caused by aspects of workload, work schedule, role conflict, routine, 
rewards and life balance. Work stress is caused by interactions between workers and the work 
they do (Silinda, 2019; Akah, et al., 2022; Chadi, 2023; Jadidi, et al., 2023). This means that work 
stress occurs when individuals come into contact with the work they do. However, the results of 
this research show different results, not many university workers in the city of Yogyakarta 
experience work stress, one of which is because workers can manage stress from an early age. 
Kumar et al. (2022) stated that workers who can manage work stress from an early age can avoid 
work stress which has an impact on work effectiveness, work results and welfare. The ability to 
manage stress from an early age helps workers to be more responsible for work, professional and 
social life, teamwork, and the ability to manage time well, thereby avoiding stress. 

Furthermore, the low work stress of university workers in Yogyakarta City is not caused by 
workload factors, work schedules, role conflicts, routines, rewards and life balance (chart 1). 
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Judging from workload, Abdelzaher & Kharbeche (2022); Mirzaei, et al. (2022) stated that 
workload is not a factor causing worker stress because workers have job satisfaction which is 
demonstrated by good resource planning, good communication, projects completed on time, so 
that work productivity and efficiency is good. Workers who have job satisfaction can avoid work 
stress because they are not overwhelmed by the work they do, so their workload is good. Minihan 
et al. (2022); Liao et al. (2022); Commey-Mintah (2023) added that workload is not a factor that 
triggers work stress when workers understand the limits of working hours, realistic expectations 
and the availability of resources. This shows that working hour limits and realistic expectations 
mean that workers do not experience work stress caused by workload, because workers are able 
to develop new initiatives at work. Thus, it can be concluded that workload is not a factor that 
triggers work stress because workers have clear limits on working hours, have good resources, 
good communication between workers, and realistic expectations, so they are able to create 
initiative and efficiency to complete projects on time. time. 

In view of the work schedule, it does not cause work stress for workers depending on the 
type of work carried out by workers because it is related to the length of work carried out (De 
Silva et al., 2022). This means that workers with lecturer status and workers with educational staff 
status have varying or unequal work schedules, so it is necessary to understand that the types of 
work carried out have different levels of workload. Asadayoobi et al. (2023) added that the work 
schedule is not an aspect that causes work stress because the leader has measured the group's 
performance and the quality of the tasks produced. This causes workers' work stress levels to be 
low because workers carry out tasks according to their abilities or fields. Furthermore, in terms of 
role conflict, it is not an aspect that causes work stress because workers are able to design, 
organize and communicate work appropriately, do not have conflicting expectations, and are 
active at work (Christensen, et al., 2023). This means that workers understand the work being 
done, are able to act in accordance with expectations, and are active in completing the work. 
Najafi et al. (2023) added that role conflict can provide learning and role management for 
individuals. This is because individuals strive to acquire knowledge and skills, apply appropriate 
time and resource management strategies, and are able to be flexible in implementing strategies. 
Thus, an individual's ability to measure their ability to work and manage their roles well can 
reduce work stress. 

Judging from routines, Takacs & Juhasz (2022) stated that routines do not cause stress 
because there is successful teamwork, so that task arrangements are clear and can adapt to 
unexpected conditions. Adaptation to changing situations requires good coordination through 
team coordination for setting tasks and developing appropriate strategies for completing work. 
Wang (2022) added that a clear structure of work tasks encourages workers to concentrate on the 
work being done. This motivates workers and can choose appropriate efforts to complete routine 
tasks. In addition, the skills possessed by workers can influence workers' ability to deal with 
routine work (Usabiaga et al. 2022; Jung et al., 2023). The skills in question are interpersonal 
communication skills and adequate technical skills to complete work routines. Thus, it can be 
concluded that routines do not cause work stress because workers are able to work in teams, have 
task organization, good work coordination, the ability to adapt, and interpersonal and technical 
skills that can motivate workers to complete work routines. 

Judging from rewards, workers who receive proper recognition for the efforts they make 
can reduce emotional pressure which increases work stress (Babamiri, et al., 2022). This is 
because workers receive rewards not only in material form, but also dignity, work opportunities 
and fair job security. Carbonell & Rodríguez-Escudero et al. (2016) added that process-based 
rewards can positively influence workers' perceptions to direct teams to complete tasks effectively 
and on time. This process-based award is able to increase worker creativity to achieve the 
expected performance and be satisfied with the work done. Nevertheless, Nguyen et al. (2022) 
states that employee rewards are still adjusted to age, gender and education level. Thus, it can be 
concluded that respect for workers' work processes can increase workers' creativity. This award 
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can be realized in the form of material things, dignity, job opportunities and job security while 
still considering the worker's age, gender and educational level. 

Finally, in terms of life balance, university workers have flexible work arrangements, so 
they are able to achieve their work/life balance (Pittens, et al., 2022; Lambrianou, et al., 2022). 
This good work arrangement reduces worker fatigue, so it does not trigger work stress. Chance et 
al. (2022) added that life balance can be seen from being a leader in one's profession, personal 
financial security, maintaining family commitments, and being able to overcome other people's 
hatred of academic achievements can reduce work stress. This shows that work balance can be 
seen from the worker's ability to balance personal life and work, even academics which are 
carried out simultaneously. Apart from that, life balance does not have an influence on work 
stress because there is recognition of work, high worker motivation, and adequate working hours 
(Hammali & Nastiezaie, 2022; Rawal, 2023). Thus, it can be concluded that life balance does not 
have an influence on work stress because workers are able to be flexible regarding work 
arrangements, personal life, including maintaining family commitments, have high work 
motivation, adequate working hours, and good work recognition, thereby reducing the risk of 
stress. 

Although university workers in Yogyakarta do not experience work stress caused by 
workload, work schedules, role conflicts, routines, rewards and life balance. However, aspects of 
competence, role ambiguity and policy making can cause workers to experience work stress (see 
table 1). Competency can cause work stress because it affects the remuneration received by 
workers (Akah, et al., 2022). Remuneration is a reward that workers receive based on the services 
provided, the higher the work performance produced, the more remuneration they receive. Apart 
from looking at competencies that have an impact on remuneration, role ambiguity that arises at 
any time can create work stress. Tu et al. (2022) stated that individuals have various roles in life 
that must be fulfilled and have limited resources to fulfill their role expectations, both at work 
and at home which can cause resource depletion and cause work stress. Lastly, policy decisions 
such as government, academic administration, and the availability of comfortable institutional 
facilities can cause work stress (Akah et al., 2022; Antoniou et al., 2023; Zaghini et al., 2023). This 
is because workers need adequate support, for physical comfort and processional development at 
work, so as to avoid work stress. 

It cannot be denied that work stress is a functional response of the body that occurs due to 
a mismatch between an individual's physical and mental state, so that it has a negative impact on 
his life, both personal and social. This can disrupt workers' health, as the results in this study 
show that health is a factor that influences work stress compared to the work environment. Stress 
is the body's response due to the interaction between emotional and cognitive regulation, so it 
has an impact on individual well-being (Lee et al., 2022; Seo & Yuh, 2022; Emadikhalaf et al., 
2023; Güçlüel & Can, 2023). This means that work stress affects an individual's health because 
there is an inability to regulate emotions and cognition, thus affecting their well-being. This can 
be seen in the mean health value (47.57) which is higher than the work environment (33.51). 
Meanwhile, the work environment is not a factor that influences work stress because workers 
have a work environment with good social support from co-workers, autonomy, and positive 
feedback. Jentsch et al. (2023) stated that a good work environment related to autonomy, 
feedback, and social support from colleagues can reduce work stress. Thus, there is a need to 
improve and support a positive work environment in reducing work stress among university 
workers. 

In this case, the guidance and counseling service unit can play a role in providing guidance 
and counseling service programs needed by university workers to reduce work stress. Guidance 
and counseling are expected to be able to bring out positive things in individuals (Daulay, et al., 
2022). The goal is for individuals to develop themselves optimally. The guidance and counseling 
service unit can provide preventive services and healing services with systematic and continuous 
counseling and therapy (Astuti, et al., 2021). The assistance services provided are in the form of 
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guidance and counseling programs for workers, both through training and counseling and 
therapy. Training provided to university workers in the city of Yogyakarta can be carried out by 
providing reliable instructors to help workers achieve well-being and good mental health 
(Choirunnisa, et al., 2023). The instructors present can provide interesting training materials and 
methods, so that workers benefit from the training they receive for their own well-being. 
Meanwhile, in the field of guidance and counseling, various counseling techniques and 
approaches can be applied according to the problems experienced by the counselee, such as 
cognitive, humanistic and behavioral approaches. 
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Figure 1. Description of university workers who do not experience job stress 

Conclusion 

This research shows that many university workers in the city of Yogyakarta do not 
experience work stress, in terms of workload, routine, rewards and life balance. This is because 
workers have good initiative and time efficiency, high work motivation, rewards that are 
appropriate to age, gender and level of education, as well as a good life balance. However, health 
factors are considered to trigger work stress if not handled properly. A limitation of this research 
is that further analysis has not been carried out on other variables that influence increasing 
worker work stress, such as team work, time management, adaptability, interpersonal skills and 
individual expectations. Future researchers should be able to study health factors that can 
influence work stress using certain intervention techniques to anticipate the emergence of work 
stress. Apart from that, future researchers can examine the influence of the variable’s teamwork, 
time management, adaptability, interpersonal skills, and work expectations which can influence 
work stress. Suggestions for future researchers could be to examine other variables, such as 
motivation, adaptation, resources, role management, and communication, which can influence 
work stress among university workers in Yogyakarta. 

References 

Abdelzaher, A. A., & Kharbeche, M. (2022). New Simulation Model for Workload Analysis 
Addressing Occupational Stress in a Production Company. IFAC-PapersOnLine , 55 (10), 
2005-2010. 

Akah, LU, Owan, VJ, Aduma, PO, Onyenweaku, EO, Olofu, MA, Alawa, DA, ... & Usoro, AA 
(2022). Occupational stress and academic staff job performance in two Nigerian 
universities. Journal of Curriculum and Teaching, 11 (5), 64-78. 

Antoniou, A.S., Efthymiou, V., Polychroni, F., & Kofa, O. (2023). Occupational stress in 
mainstream and special needs primary school teachers and its relationship with self-
efficacy. Educational Studies, 49 (1), 200-217. 

Asadayoobi, N., Taghipour, S., & Jaber, M.Y. (2023). Optimizing stochastic task allocation and 
scheduling plans for mission workers subject to learning-forgetting, fatigue-recovery, 
and stress-recovery effects. Expert Systems with Applications, 229, 120524. 

Astuti, B., Purnama, DS, Kurniasari, M., & Lestari, R. (2021). Profile of Problems Faced by 
Students Attending Counseling Services at Yogyakarta State University. KnE Social 
Sciences, 417-425. 

Babamiri, M., Heydari, B., Mortezapour, A., & Tamadon, T. M. (2022). Investigation of 
Demand–Control–Support Model and Effort–Reward Imbalance Model as Predictors 
of Counterproductive Work Behaviors. Safety and Health at Work, 13 (4), 469-474. 

Bano, S., Gul, S., Bhat, S. A., Verma, M. K., & Darzi, M. A. (2023). Occupational stress and 
coping strategies of library and information science professionals in Jammu and 
Kashmir, India. The Journal of Academic Librarianship, 49 (5), 102765. 

Carbonell, P., & Rodríguez-Escudero, A.I. (2016). The individual and joint effects of process 
control and process-based rewards on new product performance and job 
satisfaction. BRQ Business Research Quarterly, 19 (1), 26-39. 

Catano, V. (2010). Occupational Stress in FPSE Staff. Retrieved December, 10, 2010. 



ProGCuns (Professional Guidance and Counseling Journal) 

Copyright © 2024, ProGCouns, ISSN 2722-6581 (print); ISSN 2722-2012 (online) 
 

Catano, V., Francis, L., Haines, T., Kirpalani, H., Shannon, H., Stringer, B., & Lozanzki, L. 
(2010). Occupational stress in Canadian universities: A national survey. International 
Journal of Stress Management, 17 (3), 232. 

Chadi, C. (2023). Too Stressed to Sleep? Downsizing, Job Insecurity and Sleep 
Behavior. Economics & Human Biology, 101306. 

Chance, N., Farwell, T., & Hessmiller, J. (2022). Exploring scholarly productivity, supports, and 
challenges of multinational, female graduate students during a global pandemic. Journal of 
Comparative & International Higher Education, 14 (3a). 

Chen, C.F. (2023). Investigating the Effects of Job Stress on the Distraction and Risky Driving 
Behaviors of Food Delivery Motorcycle Riders. Safety and Health at Work. 

Choirunnisa, A., Prabowo, H., & Darmaputra, M. F. (2023). Effect of Workload, Job Stress and 
Job Training on Employee Performance at Bank BPR BKK Semarang. Journal of Finance 
and Business Digital, 2(1), 29-42. 

Christensen, J.O., Emberland, J.S., Knardahl, S., & Nielsen, M.B. (2023). Pain, Conflicted 
Feelings About Work, and Sickness Absence: A Prospective Study of the Effects of 
Number of Pain Sites and Role Conflicts on Medically Certified Sickness Absence. The 
Journal of Pain. 

Commey-Mintah, P., Adjei-Boateng, E., Boateng, F.K., Awoniyi, FC, & Amponsah, K.D. (2023). 
Occupational stress and marital contentment in the COVID-19 era among married 
tutors of colleges of education. Journal of Education and Learning (EduLearn), 17 (1), 102-
112. 

Darumurti, F. D. (2023). Yogyakarta Kota Pendidikan: Perubahan Sosial Kota Yogyakarta 1880-
1930. Candrasangkala: Jurnal Pendidikan dan Sejarah, 9(1). 

Daulay, N., Harahap, A. C. P., & Sinaga, M. H. P. (2022). The role of guidance and counseling 
service in helping students with academic stress. ProGCouns: Journal of Professionals in 
Guidance and Counseling, 3(2), 78-86. 

De Silva, PMC, Ekanayake, EMDV, Gunasekara, TDKSC, Thakshila, WG, Sandamini, PMMA, 
Abeysiriwardhana, PA, ... & Jayasundara, N. (2022). Occupational heat exposure alone 
does not explain chronic kidney disease of uncertain aetiology (CKDu) in Sri Lanka. The 
Journal of Climate Change and Health, 8, 100143. 

Dieudonne, H. (2022). Assessment of Service Delivery in Guidance and Counseling Units in a 
Selected Polytechnics School in Rwanda. International Journal of Inclusive and Sustainable 
Education, 1 (4), 7-23. 

Duffee, B., & Willis, D. B. (2023). Paramedic perspectives of job stress: Qualitative analysis of 
high-stress, high-stakes emergency medical situations. Social Science & Medicine, 333, 
116177. 

Emadikhalaf, M., Ghods, A. A., Sotodeh-Asl, N., Mirmohamadkhani, M., & Vaismoradi, M. 
(2023). Effects of rose and lavender scents on nurses' job stress: A randomized 
controlled trial. Explore, 19 (3), 371-375. 

Gallup. (2023). State of the Global Workplace 2023 Report: The Voice of the World's 
Employees. Washington: The Gallup Building. 



ProGCuns ( Professional Guidance and Counseling Journal ) 

Copyright © 2024, ProGCouns, ISSN 2722-6581 (print); ISSN 2722-2012 (online) 
 

Güçlüel, Y. Ö., & Can, G. (2023). Evaluation of job stress and quality of life in individuals 
returning to work after cancer treatment. European Journal of Oncology Nursing, 66, 102381. 

Hammali, A., & Nastiezaie, N. (2022). The effect of Machiavelli leadership on destructive 
organizational behaviors through mediating job stress. International Journal of Psychology and 
Educational Studies, 9 (2), 272-282. 

Harju, L. K., Seppälä, P., & Hakanen, J. J. (2023). Bored and exhausted? Profiles of boredom and 
exhaustion at work and the role of job stressors. Journal of Vocational Behavior, 144, 
103898. 

Jadidi, A., Irannejad, B., Salehi, M., & Safarabadi, M. (2023). Effect of stachys lavandulifolia on 
occupational stress in emergency medical technicians. EXPLORE. 

Jentsch, A., Hoferichter, F., Blömeke, S., König, J., & Kaiser, G. (2023). Investigating teachers' 
job satisfaction, stress and working environment: The roles of self ‐ efficacy and school 
leadership. Psychology in the Schools, 60 (3), 679-690. 

Jung, S., Shin, YC, Lee, MY, Oh, KS, Shin, DW, Kim, ES, ... & Cho, SJ (2023). Occupational 
stress and depression of Korean employees: Moderated mediation model of burnout 
and grit. Journal of Affective Disorders, 339, 127-135. 

Kumar, P.N., Ravi, R., Lakshmi, V.R., & Gunjawate, D.R. (2022). Development and validation of 
the Speech-Language Pathology Occupational Stress Questionnaire (SLP-OSQ). Clinical 
Epidemiology and Global Health, 17, 101130. 

Lambrianou. (2022). Gender differences in work-life balance of European neurosurgeons. Brain 
and Spine, 2, 101100. 

Lee, D., Kim, W., Lee, JE, Lee, J., Kim, YT, Lee, SK, ... & Jung, YC. (2022). Changes in intrinsic 
functional brain connectivity related to occupational stress of firefighters. Psychiatry 
Research, 314, 114688. 

Lee, M., Coutts, R., Fielden, J., Hutchinson, M., Lakeman, R., Mathisen, B., ... & Phillips, N. 
(2022). Occupational stress in university academics in Australia and New 
Zealand. Journal of Higher Education Policy and Management, 44 (1), 57-71. 

Liao, H., Liang, R., He, H., Huang, Y., & Liu, M. (2022). Work stress, burnout, occupational 
commitment, and social support among Chinese pediatric nurses: A moderated 
mediation model. Journal of Pediatric Nursing, 67, e16-e23. 

Minihan, E., Begley, A., Martin, A., Dunleavy, M., Gavin, B., & McNicholas, F. (2022). 
Examining COVID-19 related occupational stress in teachers in Ireland through a 
qualitative study using a thematic analysis approach. International Journal of Educational 
Research Open, 3, 100183. 

Mirzaei, A., Mozaffari, N., & Soola, A.H. (2022). Occupational stress and its relationship with 
spiritual coping among emergency department nurses and emergency medical services 
staff. International Emergency Nursing, 62, 101170. 

Mullen, P. R., Chae, N., Backer, A., & Niles, J. (2021). School counselor burnout, job stress, and 
job satisfaction by student caseload. Nassp Bulletin, 105(1), 25-42. 



ProGCuns (Professional Guidance and Counseling Journal) 

Copyright © 2024, ProGCouns, ISSN 2722-6581 (print); ISSN 2722-2012 (online) 
 

Najafi, S.S., Momennasab, M., & Tehranineshat, B. (2023). Feeling empowered: Nursing students' 
experiences of work-family-school role conflicts. International Journal of African Nursing 
Sciences, 19, 100584. 

Nguyen, P.T., Van Nguyen, H., Le, P.M., Phung, H.T., Dao, A.M., Hayashi, K., & Gilmour, S. 
(2022). Translation, validation and psychometric properties of Effort-Reward Imbalance 
questionnaire among nurses in Vietnam. Preventive Medicine Reports, 25, 101692. 

Pittens, C., Dhont, J., Petit, S., Dubois, L., Franco, P., Mullaney, L., ... & Bertholet, J. (2022). An 
impact model to understand and improve work-life balance in early-career researchers in 
radiation oncology. Clinical and translational radiation oncology, 37, 101-108. 

Putra, AH, & Fauziah, F. (2022). Guidance and counseling in universities to support the 
independent campus program. COUNSELING: Journal of Guidance and Counseling (E-
Journal), 9 (2), 141-148. 

Rawal, D. M. (2023). Work life balance among female school teachers [k-12] delivering online 
curriculum in Noida [India] during COVID: Empirical study. Management in Education, 37 
(1), 37-45. 

Sari, D. L., Sinaga, R. I. P., Storyna, H., Gunawan, F. E., Asrol, M., & Redi, A. P. (2021). The 
Relationship between Job Stress and Employee Performance in Manufacturing Industry 
in Indonesia. JARES (Journal of Academic Research and Sciences), 6(2), 26-38. 

Seo, S., & Yuh, J. (2022). Mindfulness and resilience as mediators in the relationship between job-
related stress and teacher–child interactions among early childhood educators. Early 
Childhood Education Journal, 50 (7), 1209-1219. 

Silinda, FT (2019). A transactional approach to predicting stress experienced when writing 
dissertations. South African Journal of Psychology, 49 (3), 417-429. 

Takacs, V. K., & Juhasz, M. (2022). Team communication of nuclear fire brigades during routine 
and non-routine task phases. International Journal of Industrial Ergonomics, 90, 103300. 

Tu, YT, Sulistiawan, J., Ekowati, D., & Rizaldy, H. (2022). Work-family conflict and salespeople 
deviant behavior: the mediating role of job stress. Heliyon, 8 (10). 

Usabiaga, C., Núñez, F., Arendt, L., Gałecka-Burdziak, E., & Pater, R. (2022). Skill requirements 
and labor polarisation: An association analysis based on Polish online job 
offers. Economic Modelling, 115, 105963. 

Wang, R., Yu, X., Chen, H., Hu, F., Xu, C., Liu, Y., ... & Cai, Y. (2023). How Job Stress and 
Psychological Adaptation Predict Interpersonal Needs Among Female Migrant 
Manufacturing Workers in China: A Structural Equation Model. Safety and Health at 
Work. 

Wang, X. (2022). Simulation of the role of emphasis on scheduling in the optimal incentive 
scheme for marine engineering employee's routine job and information security 
compliance. Journal of Ocean Engineering and Science. 

Wang, X., & Cheng, Z. (2020). Cross-sectional studies: strengths, weaknesses, and 
recommendations. Chest, 158(1), S65-S71.  

Yinghao, Z., Dan, Z., Qi, L., Yu, W., Xiaoying, W., Ao, F., & Lin, Z. (2023). A cross-sectional 
study of clinical emergency department nurses' occupational stress, job involvement and 
team resilience. International Emergency Nursing, 69, 101299. 



ProGCuns ( Professional Guidance and Counseling Journal ) 

Copyright © 2024, ProGCouns, ISSN 2722-6581 (print); ISSN 2722-2012 (online) 
 

Zaghini, F., Biagioli, V., Fiorini, J., Piredda, M., Moons, P., & Sili, A. (2023). Work-related stress, 
job satisfaction, and quality of work life among cardiovascular nurses in Italy: Structural 
equation modeling. Applied Nursing Research, 72, 151703. 
 


