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Objectives: This study aimed to investigate the prevalence of job stress, and explore
the factors associated to job stress among women employees in the private skin care company
in Thailand.

Methods: This cross sectional study was conducted in one private skin care company
in Thailand. The participants consisted of 306 women employees who were selected by the
stratified random sampling. The measurement tools were adopted the Suanprung Stress Test
(SPST-20) and the Karasek's job content questionnaire (for organization and work related
factors) . The data were summarized by frequency, percentage, mean, and standard deviation.
Chi-square test, Pearson’s correlation coefficient, and multiple regression analysis were applied

for analyze correlation of several factors with job stress.

Results:The findings revealed that 41.5% of participants have stress in high level
followed by severe stress (33. %) and moderate stress (24. %). The majority population of the
study was female co-workers (85%), have clients per day( = 10.5), have number of working hour
about 8.6 hours per day, and six days per week (91.2%),have adequate knowledge related to
their job assignment (78.4%).Individual factors which correlated significant with the job stress
are income sufficiency (p<0.01). From the result of correlation analysis, there is a positive
relationship of psychological demand and job stress (p<0.01), while decision authority, and
supportive from co-worker and supervisor are significantly negative relationship with job stress
(p<0.05). According to multivariate analysis, the result found psychological factors is the most
significantly impacted job stress among women employees in the private skin care company,

which is significantly positive toward job stress of women employees (p<0.05, B = .243), while

authority decision also significantly negative impacted job stress (p<0.05, B =-200).

The researcher might recommend in term of policy which benefits employee health

can improve productivity.

1. Social support; the organization develops the social support by interpersonal and
communication skills training to both management and front line employees and recognition

of performance and regular feedback.

2. Authority decision; The organization redesign to enrich jobs with more authority
decision by give employees as much control over their jobs as possible or give employees

opportunities to lead projects and input into decision-making
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CHAPTER 1
INTRODUCTION

1.1 Background and Rational

Stress is a physical or emotional response caused by an event or a tension
that causes bodily or mental strain and can be an important factor in poor job
performance, loss of well — being and disease causation. (NIOSH, 1999)

Stress experienced by workers at work is called job stress. There are many
definitions of job stress. Job stress is a reaction results from a mismatch between the
job demands and workers’ knowledge, skill or abilities to cope with work. (WHO,
2007) It's as a harmful physical and mental reaction that happens when the job
demand does not balance the capability, resources or requirements of the workers.
(NIOSH, 1998) Job stress can be defined as a worker’s response to a discrepancy
between job demand and their abilities.( Henry & Evans,2008)

Many factors can cause job stress such as over workload, poor working
condition , shift work , responsibility level , poor work relationship , unclear job
description, job dissatisfaction , loss of occupation development opportunities ,
over/under promotion , organizational conflict or structure. (Murphy, 1995)

The results of job stress are economic problems for treatment, physical, and
mental problems. Manifestations of job stress can be grouping in four 1) the
physiological groups are muscle pain, upset stomach, chest discomfort, heart
problems, headache, unstable or high blood pressure, higsh blood sugar levels ,and
hypercholesterolemia 2) the emotional groups are short temper, poor interpersonal
relationship, anger, anxiety, and irritability 3) the cognitive groups are job
dissatisfaction ,depression, and low morale and 4) the behavioral groups are changes
in work habits, low productivity, aggressive behavior, changes in personality or social
behavior, increase absenteeism, and job burnout.( NIOSH,1998;Israel et al.,1989;
Anderson & Pulich ,2001; Levin-Epstein ,2002)

There is different between women and men job stress and its related

symptoms of sickness. The perceiving job stress in women employees is more than



men employees. The perception of job stress occurs at the level of emotional,
cognitive, behavioral, and physiological response to stress. The job stress depend on
the women employee’s personality, the type of the stressor and the resources the
women use to buffer the stressor.( Ostergren et al. ,2005; Stansfeld et al.,199;Vingard
et al.,2005)

The type of the stressors in women that are different from men. These
include sex discrimination, overload but under pay, barriers to achievement,. The
working women still carry extra works, more responsibility or burdens at home,
childbearing, caring elderly relatives, work-home conflict. When comparing women's
and men's health, the consistent report is a higher rate of illness or symptom among
women. (Hochschild, 1997)

National Statistical Office of Thailand reported that women employment rate
in 2010 was 64% and in 2011was 65.5% while men employment rate was
80.7%.(World Bank ,2012; UNDP,2011) In Thai labor market, women and men are
treated inequality such as in 2004, men have the average welfare 8.29% higher than
women. In 2007, women occupied only 22.2% of the executive positions in the civil
service, up from 9.9% in 1992.( Elson ,1999 ;National Statistical Office ,2012)

In 2011, low payment complaint from men employee was 52.36% while
90.99% was complaints of women. Otherwise, women workers complain about no
vacation (5.05%), no work benefits (13.15%). (National Statistical Office, 2012)Thai
women workers are in a more disadvantaged economic status and more prone to job
stress than men workers in the labor market as shown by their low-paid, low welfare,
low-skilled careers, but high burden in both workplace and home opposite to those
of men workers.

Tonguthai P,et al(2011).In 2011,Annual report of mental health department,
ministry of public health reported that stress in Thai people was increasing. Mostly
age was working age, aged 25-44 years (48.8%). Causes of stress were financial
problem, family relationship problem, and work stress. The risk area of stress was
Bangkok. (Mental Health Problem Surveillance Report, 2011)

Vachira Pengjun M.D (2012) Director-General, Department of Mental Health,
Ministry of public health declared that there was increasing of stress in Thai people.
From statistic 575,125 Thai people consulted mental health hot line service in this

year. Major causes of consultants were work stress, family life and daily living



problems. The suicide rate was increasing in this year because of stress coming from
economic problem, job stress and social problems.

Kasikorn Research Center (2011) reported that skin care business is a rapidly
growing industry in Thailand. The important employee in this business is the frontline
employee. They are customer service providers who, given their key role in building
customer satisfaction and relationships, are immensely important in this business
settings. Most of employees in this work field are women. They often involve in
problem solving with face-to-face customers. This is a stressful job not only because
of the inherent conflict but also taken individually. There are many ways to cope
with each customer or problem that can help to diffuse the job stress. But when
they do this type of work all day long it is easy to experience stress in a general

sense.

The private company, it is the skin care business to treat skin problems and
provide correct advice on proper skin care. The Knowledge based on the medical
and a modern technology and combining beauty treatment with medical treatment.
It now has 123 skin care centers all of Thailand. There are 919 frontlines women
employees for serving 350,000 customers-patients annually. Especially the Frontline
employees are required to keep the business running. Normally their job is to
provide service to customers, build customer satisfaction and relationships.
Sometime they directly contact with customers who may be difficult to
communicate and interact with. And often dealing with many customers at the same
time, under pressure from the atmospheres inside the workplaces that lack of social
interaction or support, so these things cause job stress.

Stress experienced by women at the workplace affects not only their
professional life, but also family life and social intercourses. Exploration of women's
working conditions would therefore seem to be valuable. These are all the reasons
of this study. The aim of this study is to investigate the prevalence of job stress and
the factors associated job stress among women employees in the private skin care
company of Thailand. There are several factors effect in job stress including

individual, organization and work factors.



1.2 Research questions

1.What is the prevalence of job stress among women employees in the

private skin care company?

2. What are the factors associated job stress among women employees in the

private skin care company?

1.3 Research Hypothesis

Job and organization factors are associated job with stresses among women

employees in the private skin care company.

1.4 Research Objective

General objective

To assess the job stress among women employees in the private skin care
company.

Specific Objective

To explore the prevalence of job stress among women employees in the
private skin care company.

To determine the factors associated job stress among women employees in

the private skin care company.

1.5 Variables in this study
1.5.1 Independent Variables

a) Individual factors
Age
Knowledge about the job
Marital status
Number of working hours
Position and responsibility
Sufficient Income

Number of clients



b) Job and Organization factors
Job demand
Job control

Social support
1.5.2 Dependent Variables

Job Stress

1.6 Operational Definitions

Job Stress refers to the harmful physical and emotional responses that have
greatly affected biological, psychological, and social components. It’s occurred when
the requirements of the job do not match the capabilities, resources, or needs of the
employees.

Women employee refers to the women employee who generally handles
the skin care customer service at frontline.

Job Demand refers to stressors experienced on the job or workload, the
speed and difficulty of the work.

Job control refers to autonomy and skills relating to the process, required
from the employees.

Social support refers to physical and emotional comfort in overall levels of
helpful social interaction available on the job from co-workers and supervisors.

The skin care company refers to the business to provide the service and
product for treatment skin problems such as acne, melisma, wrinkle, and to
promote the healthy skin and skin cosmetics.

Frontline employee refers to the women employee who direct contact with

customer for providing service.



1.7 Conceptual framework

Independent variable

Job and Organization factors Dependentvariable

Job demand

Job control

Job Stress

v

Social support

Figure 1 Conceptual framework



CHAPTER 2
LITERATURE REVIEW

In this chapter reviews the information of job stress related to women. A
variety of previous studies in the field also had been reviewed and was used as

reference.

2.1 General Stress

The history of individual stress theory originates from different kind of
studying body of human behavior; from psychobiology, sociology, psychiatry, and
anthropology. The researcher at this field of study has contributed to the concept of
stress that has been examined and reviewed. Stress is undefined expression that
been a subject of investigation from different point of view. The stress factor,
reactions to stress and the environmental condition of each individual that

contributes to stress problem. (Cooper &Dewe,2007)

The stress doesn’t have the same effect to people. The perception of stress
is visible through individual reaction to the stress factor and the way they response
on it. Other people tolerance in stress is much higher than that of his or her peers.
The individual behavioral reaction to certain situation leads to stress responses.
Stress factor, stress response and stress result are been the major concept and idea
of stress development. Stress factor can be external or internal, social or
environmental and psychological or biological. The stress response will determine
how an individual react when confronted with difficult situation either in adapting or
changing. This response will determine the level of stress result. The stress factor can
be intangible or tangible like losing valued things or person in a natural calamities or
such chronic illness as losing one memory. These contribute an immediate effect to
stress result.(Lazarus & Folkman , 1984)

Accordingly, the study shows that there are ways to minimize the stress
response: coping strategies, personal resources and social support. In this light the

general stress is the product of psychological, emotional and physiological condition



being exposed to stress factor and the way individual responses to a certain
situation.(Pearlin et al.,1981)

2.2 Job stress

In the other hand, job related stress have different level of categories. Stress
develop in likely situation when work conflict between peers and subordinate is
present, the degree of job demand and the loss of job control with the problem

work even in small range makes the working condition unbearable.(Murphy,1995)

The decreasing ability to cope with work stress resulted to unprecedented
number of problems in marital relationship, family care and social association. In
addition number of mistakes and accident is a constant concern in emerging stressful
workplaces that resulted to decrease in production and performance effectively.
(Costa, 1996)

Aside from the fact mention above job stress has been a great factor in
health and well-being deterioration in most exposed employee. The most stressful

condition is overload. ( Anderson & Pulich ,2001)
These categories as are follows:
1. The uniqueness of the job
2. Job Scope and Responsibility
3. Self-Career Advancement
4. Interpersonal Working Relationship
5. General Working Atmosphere (structural/organizational)

The uniqueness of the job and its effect to employee that contributed to job
stress. It pertains to the employer expectation in regards with the job positive result,
the time duration of job and the level of difficulty, changes in time frame like night
shifting and the personal feeling of employee towards his or her job. How the
individual response will have the negative impact on the well- being especially the

health issue of an employee. Heart related illness, high blood pressure; gastro



intestinal disorders are among the result and prevalent manifestation of the first

category job condition. (Costa, 1996)

Job Scope and Responsibility talks about the management issue of relating
a job according to employee’s skills and job requirements. In most common cases,
the management have overlook this condition wherein an employee does work that
is not under his or her expertise as doing multi-tasking job which burn out strength
and beyond a require function. This problem arises when the management has

lacking the clarity of a specific work requirement.

Self-Career Advancement is another issue that being studied and presented.
As the work environment changes overnight, employees are confronted with the fact
that career advancement is needed to cope up the fast pace working environment.
In this regard, the lack of opportunity for the self -betterment is one of the common
issues in certain work places. Promotion, job security is among the common concern
of employee that both management and employee should take a considerable

amount of time and attention.

Interpersonal Working Relationship is one of the main factors that
contributed to stress. It is the result of absence of harmony inside and outside the
work places. The relationship between the management, colleague and subordinates
can be a triggering factor of stress. Harassment, discrimination, treats of violence and
superior bullying is some additional stress factor that resulted in bad Interpersonal

working relationship among are as follows:
Professional Threat - is an act of humiliating treatment

Emotional Battering — constant insult and sarcastic name calling and other form of

emotion related action that resulted to lowering of self-esteem.

Professional Isolation - is the intentional prevention of career development

training and keeping away the information.

Overworked - this is present in over loaded work, unreasonable deadlines

and unnecessary interruption just to put work pressure.
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Deprivation- this category are likely present in an unappreciative
subordinate, lack of concern and the lapses of credit that is due letting the person

feel less and unimportant entity.

These are some of the bullying condition employee are exposed with in

working places that experience the deprivation category.

General Working Atmosphere (structure and organizational) is the last and
final focus of job stress factor. In this category the atmospheres inside the
workplaces are being related to how the management view and communicate to the
employee, the management way in handling job related issues and the participation
of the employee in the growth of a certain company or organization. Though these
things can pose as a stress factor, the concept can be in positive position if being
address in smart ways. It will help in reducing stress factor and the response would
be a healthy atmosphere for both, the product and effectiveness will be in harmony.
Mental and psychological complaint that lowers the growth in work places can be

reduced. (Israel et al., 1989)

2.3 Sources of job Stress

Stress is a mental and emotional imbalance resulting from a various condition

in working places .There are many sources of job stress.

Davis, Keith and John W Strom classify the sources of job stress in work place
of employees into two groups that are organizational factors and non-work

environment factors. (Davis et al., 1985)
1. Organizational Factors
1.1Work load
1.2 Limited time to work
1.3 Poor job social support system
1.4 Conflict in organization
1.5 Inadequate decision authority

1.6 Role ambiguity
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1.7 Difference between organizational value and individual value
1.8 Abrupt change in organization
2. Non work Environment Factors

2.1 Economic condition; insufficient income

2.2 Family problem
2.3 Individual Personality

Warren B. Brown and Dennis J. Joburg mentioned causes of stress in work

place. (Brown et al., 1980)
1. Task-Based Stress; work load, limited time to work
2. Role-Based Stress; role conflict, role ambiguity
3. Social Environment, personal conflict, lack helpful in getting job done
4. Physical Environment; high or low temperature noisy or risky work
5. Stress from Individual; family problem, financial problem
6. Stress Arising from Feedback; include positive and negative feedback

John A. Wagner and John R. Hollenbeck mentioned about causes of stress in

organization that come from three factors. (Wagner & Hollenbeck. 1992)
1. Individual factors

2. Physical-Technological Environment; work condition, temperature, clean of

work place

3. Social Environment; poor relationship between supervisors and coworker,

rigid control of work
Karasek (1990) said that social support consist of 3 components

1. Helpful among work group; It is a individual behavior to share, to help, to

solve the problem and to respond each other's sincerely.

2. Acceptation among work group; It is a perception of person to accept, to

cheer and to congratulate coworker.
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3. Coworker relationship; In work place in order to help each other and create

the best and benefit for public and organization.

The types of job stress factors and samples are being categorized and

illustrated in the specified table modified from Murphy, 1995.

Stressors Sources of job Stress

Job factors Workload

Poor Environment
Isolation at the workplace
Working hours/ Shift work

Decisions

Role in the organization Role conflict

Conflicting in policy

Role ambiguity
Responsibility level

Career development Under/ over promotion

Job security

Opportunities

Job satisfaction

Relationships Supervisors
Coworkers
Subordinates

Violence

Harassment

Organizational structure /climate Participation




13

Stressors Sources of job Stress

Management style

Communication patterns

Table 1 Sources of job Stress

2.4 Signs and Symptoms of Stress

The determining element in which severe mental or physical manifestation of
disorders is transparent that needs professional and immediate attention. The
essential aspect the employees should understand how is the nature of stress and
identifies the factors for preventive measure to deter the stress to become a severe
health problem issues. The prolong exposure of a person in stressful environment
show different manifestation and indication of stress. All indicators of stress don’t
happen at a time, the progression develop in numerous phases. The modified table
illustrations from Annscheutz, 1999 show and describe the signs and symptoms of

stress. (Annscheutz,1999)

Signs and Symptoms of Stress

The signs and symptoms of stress can be classified into 4 levels.

Level 1 The warning sign,

The signs and symptoms in this level are
- Boredom
- Emotional fatigue
- Anxiety

Level 2 Mild Symptoms Warning sign,

The signs and symptoms in this level are
- Muscle pain
- Sleep disturbances

- Irritability



- More frequent headaches
- Emotional and physical | fatigue

Level 3 Entrenched Cumulative Stress,

The signs and symptoms in this level are
- Depression
- Intensified emotional and physical fatigue
- Intense anxiety
- Peptic ulcers
- Sleeplessness
- Loss of sex drive
- Crying spells

- Withdrawal
- Rigid thinking

- Restlessness
- Increased use of alcohol, smoking, nonprescription drugs

Level 4 Severe /Debilitating Cumulative Stress Reaction,

The signs and symptoms in this level are
- Severe depression
- Carelessness / forgetfulness/ frequent accidents
- Inability to perform one’s job
- Inability to manage personal life
- Heart problem
- Extreme chronic fatigue
- Overreaction to minor events

- Lowered self-esteem / self-confidence

14



- Uncontrolled anger

- Paranoid

- Suicidal or homicidal thinking

2.5 The Job stress Model

15

There are a number of theory of job stress model .But the popular job stress

model is the job demand control model.

2.5.1 Job demand control model

High

Job Control

Low

Low High
N e
Low Strain Active
\\_\\ ///‘/
\\\ .
N
re d NG
Passive High Strain
s Y

3 S

N

Figure 2 Karasek's job strain model

The job demand control model is interested on the balance of job demand and job

control. In this model, job demand is defined as a workload and a knowledge
requirement of the job. Job control is defined as a combination of discretion for

using different skills and autonomy in the job. This model , developed by

( Karasek ,1979),states that the combination of high job demand and low job control

results in "high strain" work that result in a lot of health problems. On the other

hand, work characterized by high job demand that also provide sufficient job control

create an" active" work situation that is stimulating and health promoting. Work with

low job demand and low job control was labeled as "passive" work. Lastly, work with
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low job demand and high job control was considered to be" low strain" work. (See
Figurel)

Workers who had " high strain" jobs which make high job demand on them
but allow low job control had an increased risk of sickness( two to four times more
likely). On the other hand ,workers in "active" works that have high job demand but
high job control had high job satisfaction and maintained good health.(Karasek &
Theorell,1990)

2.6 The skin care company

The skin care company is the business to provide the service and product for
treatment skin problems such as acne, melasma, wrinkle and to promote the healthy
skin and skin cosmetics. The skin care service can be classified into 4 groups.
(Kasikornthai Research Center (2554))

1.1 skin examination service, skin and cosmetic problems consultants service
for problems of acne, skin scar, skin color, nevus and skin mass

1.2 skin care and cosmetic service namely skin treatment, skin whitening, and
wrinkle treatment

1.3 skin care products distribution

1.4 skin problems correction by instruments such as

1.4.1 Laser treatment for skin problems namely acne, scar, nevus and
melasma
1.4.2Botox injection service for wrinkle problems

1.4.3 Filler injection service for correction skin defects



CHAPTER 3
METHODOLOGY

3.1 Study Design

In order to investigate the prevalence of and the relationship between the
Individual factors and job stress among women employee in the private skin care

company. So this study is the quantitative cross sectional survey.

3.2 Study Population and Area

Target population of this study is women employees in the private skin care
private company of Thailand.

Study population composed 919 women employees in the frontline from 123
skin care centers of private company of Thailand. There are 7-8 women employees
in each branch.

There are three kinds of business Company name, A Clinic, B Clinic and C

Beauty Center as showing on Table 2

Company Branches Employees
A Clinic 50 380
B Clinic a3 395
C Beauty Center 30 144
Total 123 919

Table 2 Number of the branch and women employees in private company of
Thailand
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3.3 Sample Size Calculation

Participants will be selected by sampling who works as women employees in
the frontline private skin care company of Thailand. The stratified random sampling
will be used to determine the sample. The population will be divide into 3 groups
including A Clinic, B Clinic and C Beauty Center. Then the 3 groups are further sample
using simple random sampling technique to obtain a sample for completing the

questionnaire for the analysis.

Sampling formula for estimating a population will be calculated by Taro
Yamane
n = N/ (1+Ne?)
Then is sample size, N is population, and e is error of the sampling, this study

be calculated the sample size as follows:
n = 919/ ((1+ 919(0.05))

= 279
Add 10% of the calculated for dropped out.

= 279 + 10%
= 306
Sample size collected = 306  women employees
Company Population Sample
A Clinic 380 126
B Clinic 395 132
C Beauty Center 144 48
Total 919 306

Table 3 Samples of women employee of the private skin care company
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3.4 Sampling Method

3.4.1 Inclusion criteria
- Female
- Subjects who aged between 20 - 60 years old
- Subjects who employ in frontline department
- Able to complete data collection forms
3.4.2 Exclusion criteria
- Who refuse to give informed consent
- Who are treated or diagnosed as mental health problems

- Part-time employee

3.5 Measurement Variables

Interview questionnaires in Thai Language will be used as follows:
Independent Variable
1.Individual factor
There are 7 questions in this part. The Individual questionnaire; age ,
knowledge about the job, marital status, sufficient Income, number of working hours,
position and responsibility ,
number of clients
2. Job and Organization factors
The part of organization and work factors was measured by a questionnaire
that modified form Karasek's job content questionnaire(JCQ) based on the demand
control model. This model, considered the two factors that are prominent in
producing job stress. The first factor was psychological demands (intensity and pace
of the work) .The second factor was control (skills and autonomy).The complete
demand control model which added social support at work were both taken into
consideration.( Karasek RA. ,1979)

The job content questionnaire 1.7 (revised 1997) included 27 items, which
comprised a minimum set of questions for assessing of five scales, job control,
psychological job demand, workplace social support, physical job demand, and job
insecurity. The job control scale was the sum of two subscales, skill discretion,

measured by 6 items, and decision authority, and measured by 3 items. The
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psychological job demand scale was measured by 5 items. The workplace social
support scale was the sum of 2 subscales, support from supervisors and support
from co-workers, each measured by 4 items. The physical job demand scale was
measured by 2 items and the job insecurity scale by 3 items. The Cronbach’s alpha
coefficient for scales and sub-scales ranged between 0.319-0.894 ( Karasek

RA. ,1979)

For this study the job control was the sum of two sub-scales: skill discretion,
measured by six items, and decision authority measured by three items. Five items
measure the psychological job demands scale. Two items measured physical job
demands scale and three items measured job insecurity scale. The workplace social
support scale was the sum of two sub-scales: support from supervisors and four
items measure support from coworkers, both. For each item response was recorded

on a five-point Likert’s scale ranging as below
Strongly disagree as 1 point
Disagree as 2 points
Fair as 3 points
Agree as 4 points
Strongly agree as 5 points

For each scale, a sum of weighted item scores was calculated. The

calculation formulas were shown in Table 4.

Scale Formula

Job control(9)

- Skill discretion (6) [Q1+Q3+Q5+Q7+Q9+(6-Q2)1*2
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- Decision authority(3) | [Q4+Q8+(6-Q6)1*4

Job demand(7)
-Psychological (5) 3*(Q10+Q11)+2*%(Q12+Q13+Q14)

-Physical(2) Q15+Q16

Social support(8)

17+0Q18+Q19+0Q20
- Coworker (4) QUERIB+Q1+Q

: Q21+Q22+Q23+Q24
- Supervisor(4)

Table 4 Calculation formulas of Job Content Questionnaire

Job demand control model consists of two components; work load (job
demand) and decision authority (job control).Interaction between both components
can create four types of job strain that was described by Karasek. Each type of job
strain can effect to health and causes stress, illness and diseases which relate to
social support or job environment. The details are as followings.

1. High strain job: In this situation, employees have high work load but low
decision authority and low social support. These can cause stress and physical
response in order to meet targets.

2. Active job: In this situation, employees have high work load and high
decision authority, so they feel free to control their job and use all their available
skills. High productivity, outcomes and growth can be predicted.

3. Low strain job: In this situation, employees have low work load but high
decision authority and high social support. It is a relaxation and low risk of illness
condition for repair personnel.

4. Passive job: In this situation, employees have low work load and low
decision authority. This setting is found in a previously professional employee or
previously very active jobs. It is the second important work problem because it
results in long term loss of productivity and motivation which can cause strain and
illness risk as active job.

A median cut-off point for each scale and sub-scale were used to categorize

each variable into “high” and “low” to divide each criterion into 2 groups evaluating



from sampling data and using average score as divide standard for 3 phases as low

and high. The cut off points for scales and sub- scales of JCQ .The criteria are as

table 5 below.
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Scale (No. of items) High Low
Job control (9) 82-120 24-81
- Skill discretion (6) 44-60 12-43
- Decision authority (3) 42-60 12-41
job demands (7) 38-70 14-36
- Psychological (5) 30-60 12-29
- Physical (2) 8-10 2-7
social support (8) 15-40 8-14
- Coworker (4) 15-20 4-14
- Supervisor (4) 15-20 4-14

Table 5 The scores of Job Content Questionnaire

Dependent Variables
1. Job Stress
The concept of job stress is within the context of individual and

environmental representation and the consideration of factors that have greatly

affected the well-being of individual through exposure in stressful work environment.

( Lazarus &Folkman,1984)

The job stress in this study was measured by the Suanprung Stress Test is a

stress test instrument designed to measure stress in Thai population .This tool was
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developed by Suanprung Hospital, Thailand. The SPST-20 is designed to identify
biological, psychological, and social components of stress. Not liked the most current
used instruments which are only, personality test, anxiety test, and psychosomatic

symptoms related to stress test. (Mahatnirunkul S. et al.,2002)

Characteristics of instrument

1.Content validity is reviewed by experts and tested in 20 sample sizes.

2. Concurrent validity is tested in Thai population and standardizes by
electromyography (EMG) more than 0.27(statistically significant with 95% confident
interval).

3. Stress in this instrument is classified into 4 levels (mild, moderated, high,
and severe) by normalized T-score and related to standard EMG.

4. Cronbach’s alpha reliability coefficient of this instrument is more than 0.7

and still related to EMG significantly.

Description and scoring

SPST-20 is self-administered questionnaire. Let the participants read the
questions about what has been happened over the past six months about different
aspects of their job and workplace and answer the questions only the event which
has been happened and asses their own feeling by scoring the level of stress . Scores

of SPST-20 is a number scale in 5 levels range from1-2-3-4-5 as followed

Answer- Not stress = 1 point
Answer- Mild stress = 2 points
Answer- Moderate stress = 3 points
Answer- High stress = 4 points
Answer- Severe stress = 5 points
No Answer = 0 point

Interpretation
Total score of SPST-20 is not more than 100 points and the total score can

be classified into 4 levels as followed

Score 0-23 = Mild stress
Score 24 -41 = Moderate stress
Score 42 - 61 = High stress

Score >62 = Sever stress
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The details and meanings are as followed

1.Mild stress refers to little stress that disappear in short period, stress in daily
living .This level of stress does not threaten to living. Person has automatic
adaptation with familiar, little energy, and relaxation.

2.Moderate stress refers to stress in daily living coming from threat or
important social event .Personal response are anxiety, fear, etc. in normal range, not
severe, or harmful only stimulating.

3.High stress refers to high stress level which people cannot adapt to reduce
the stress in short period and considered as a danger range, if not relieved, it can
turn to be chronic stress and various diseases later on.

4. Severe stress refers to high level of stress that continued until failure to

adaptation and turn to physical symptoms or diseases as easily.

3.6 Reliability and validity test
3.6.1 Reliability

The reliability of the study will be tested the similar previous studies in 30

women employees. That that undergoes with the test in 2 parts:

-The discrimination that all item have the total Correlation (to try with the

non-example group) was accepted > 0.2.
-The Cronbach’s alpha coefficient was accepted 0.7
3.6.2 Validity test

The validity was able to measure by using the content validity and criterion
related validity that was reviewed by five experts after constructing the draft
questionnaire. English to Thai translation in terminology and explanation is being
furnished and given a special consideration.

The validity also uses the criterion from other studies to estimate by

correlations of measurements such as

1. Individual factors: Develop the questionnaire to relate with the sample

group.
2. Job and Organization factors: This tool is developed from Job Content
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Questionnaire (JCQ) (Karasek et al, 1998). This tool was used in Thailand.
3. Job stress: This tool is developed from Suanprung Stress Test (SPST-20)
(Mahatnirunkul S. et al.,2002). This tool was used in Thailand.

3.7 Data Collection

Stepl. A request letter from Chulalongkorn University graduate school is
being obtained specifying the objectives, details and information needed to gather
directly address to the manager director of the PRC Company explained the
objectives, details of data collection with and thesis outline as well as the
questionnaire using in the research and asking consent to conduct and accumulate

data.

Step2. After getting the permission of the manager director, the researcher
setting a conference to regional managers and staff, who will be directly involve in
the process of collecting the answered questionnaire. The meeting will discuss and
explain the objectives and the methods. In this manner, the researcher will establish
the proper cooperation from all the women employees in answering self-

administered sets of question for data collection.

Step3: The time frame is set within 2 weeks. Failure in meeting the deadlines,
the regional manager will be informed through telephone and asking help in

following up the questionnaire collection.

Step 4: After data collection, the researcher is responsible to evaluate the
precision and the comprehensiveness of the information that is essential for the

employee to answer.

3.8 Data Analysis

The quantitative data will be check and code upon entering the Statistical

Package for Social Science (SPSS) version 17 for examination before going public.

Descriptive statistics for describe the characteristic factors were calculated

mean, standard deviation, frequency and percentage.
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The conclusion was shown from the inferential statistics: used Chi-square test,
Pearson's Correlation Coefficient, and Multiple Regression Analysis to analyze

correlation of several factors with job stress.

3.9 Ethical Consideration

1. The study was conducted and obtained the consent of Ethic Review under

the strict standard of College of Public Health Sciences, Chulalongkorn University.

2. The subject of the study had been advice about the concept and had fully

understood the purpose, process and the benefits of the study being conducted.

3. The researcher had taken a great responsibility in informing the consent

upon answering questionnaire that includes the following criterion.
- The willingness to partake the study
- The freedom to choice to withdraw

- The accessibility of the result and prognosis of the outcome is available to

the consent party if needed.

- The guarantee that the data will be solely use for the study and not in any

form being used for any other purposes.
- Moral Respect as the consent right who will be shown to public.

4. Gathered data and information is solely for research purposes and deal

with in outmost confidentiality.

5. During screening Process and method, if the researcher found psychological
disorder subjects, they would be helped and advised to meet doctor for further and

proper treatment.

3.10 Limitations

Time and scope of the study are limited; thus, the representation is not

viable to all women employees in Thailand. The study is only based in one source of
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private company.

3.11 Confidentiality

The sources of data and information used in this study are highly protected in
confidentiality and being available only during the time of study. The subject and
answer gathered is secured in outermost anonymously. Use the sealed brown
envelope for each responder in order to give the responder answering the
questionnaires and fold it into the envelope without signature for preventing their
secret. To identify the data collection forms used special code for the purpose of

authenticity of the study.

3.12 Benefits and application

The study aim to provide the baseline data prevalence of job stress among
women employees skin care company of Thailand.

To assess the factors related with job stress among women employees skin
care company of Thailand

To pursue strategies to develop appropriate reduce stress of the targeted

women employees.



CHAPTER 4
RESULTS

This chapter shows the result of the statistical analysis. This study is focus on women
employees in the private skin care private company of Thailand. To determine the
overall job stress among women employees in the private skin care company,
descriptive analysis was applied for summarize the result collected from 306
respondents. To find out the factors which is the most associated job with stresses,
Chi-square test, Pearson’s correlation coefficient, and multiple regression analysis is
using for solving the hypotheses of the study. The raw data collected from
respondents is analyzed by using Statistical Package for Social Science (SPSS) version

17.0.

4.1 Descriptive Analysis of Individual Factors

This section shows the result of descriptive analysis of respondent’s individual
factors includes age, knowledge, marital status, number of working hours, position
and responsibility, sufficient income, and number of clients. Frequency, percentage,

range, mean, and standard deviation is illustrated in the Table 6.
Age

The female employee’s age ranged from 20 to 55 years, average mean of age
is 32.6, and standard deviation of 8.2. The researcher divided age groups into four
categories. The result found majority of employees aged 21 — 30 years (42.2%), and
followed by 31 - 40 years (35.3%), 41 - 50 years (19.9%), and 51 years and above
(2.6%), respectively.

Knowledge

More than half of female employees has knowledge about job adequate

(78.4%), while other 21.6% has not.

Marital status
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Majority of respondents is single (47.1%), and following by married (40.5%),
widowed (4.2%), separated (4.2%), and divorced (3.9%), respectively.

Number of working hour

They average worked 8.6 + .9 hours per day, ranged from 5 - 12 hours. The
researcher categorized number of working hour into two groups. Most of them works

8 hours (61.1%), while employees who work more than 8 hours has 38.9%.

When examine by day, they average worked 5.9 + .3 days per week, ranged
from 4 — 6 days. The researcher categorized number of working days into two groups.

Most of respondents works 6 days (91.2%), while 8.8% of them works 5 days or less.
Position and responsibility

Most of female employees in the study is co-workers (85%), and work in
service duty (82%), while 15% of them are manager, and responded in management

views (18%).
Sufficient income

The result in the study shows 37.3% of employee has not sufficient and in
debt, and following by respondents who has income sufficient but not for saving
(34.6%), not sufficient but not in debt (18.6%), while only 9.5% of employee has

income sufficient and enough for saving
Number of clients

Majority of respondent has clients ranged from 1 — 70, average mean of 10.5,
and standard deviation of 11.9. The researchers divided range into three groups. Most
of employee has clients 1 - 10 (81.7%), and following by 20 and above (12.1%),
while 6.2% of them has 11 -20, respectively.
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(n = 306) Individual factors Frequency | Percent
Age 21-30 129 42.2
(range 20 - 55, X = 32.6, SD. = | 31 - 40 108 35.3
82) 41 - 50 61 19.9
51 and above 8 2.6
Knowledge Adequate 240 78.4
Inadequate 66 21.6
Marital status Single 144 ar.1
Married 124 40.5
Widowed 13 4.2
Divorced 12 39
Separated 13 4.2
Number of hours per day 8 hour 187 61.1
(range 5 - 12, X - 8.6, SD. more than 8 hour
=.9) 119 38.9
Number of days per week 5 days or less 27 8.8
(range 4 — 6, X = 5.9, SD. =.3) | 6 days 279 91.2
Position Co-worker 260 85
Manager 46 15
Responsibility Service 251 82
Management 55 18
Sufficient income Not sufficient and in debt 114 37.3
Not sufficient not in debt 57 18.6
Sufficient but not for saving 106 34.6
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(n = 306) Individual factors Frequency | Percent
Sufficient and enough for saving | 29 9.5
Number of clients 1-10 250 81.7
(range 1 - 70, X = 10.5,SD. = | 11 -20 19 6.2
11.9) 20 and above 37 12.1

Table 6 Descriptive analysis of individual factors

4.2 Descriptive analysis of job and organization factors and job stress

This part explains the result of descriptive analysis of job and organization factors.
The researcher applied Karasek’s job content questionnaire (JCQ) for using as
measurement for organization and work factors. It’s mainly divided into three

attributes (job control, job demand, and social support).
Job control

Job control has two sub-scale included skill discretion measured by six items
and decision authority was measure by three item. Overall mean score of job control

is equal to 3.73.

In term of skill discretion (Table 7), overall mean score of skill discretion is
equal to 3.86. Most of respondents agreed with their job require to learn new things
X = 4.34), and following by having an opportunity to develop X = 4.08), need of
creativity X = 3.91), doing a variety of things X = 3.88), and requiring high skill level
(E = 3.85). However, employee has least agree with have a lot to say about what

happens on their job X = 3.68).

When categorized by decision authority, overall mean score is 3.49. Most of

employee agree with their job allow them to make a lot of decisions X = 3.54), and
following by lack of freedom (E = 3.24), and while they least agree with involving
repetitive works X = 3.08).
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Mean | SD.
Skill discretion 3.86 41
My job requires that | learn new things 4.34 12
| have an opportunity to develop 4.08 12
My job requires me to be creative 3.91 12
| get to do a variety of things on my job 3.88 .80
My job requires a high level of skill 3.85 .82
| have a lot to say about what happens on my job 3.68 .85
Decision authority 3.49 .56
My job allows me to make a lot of decisions on my own 3.54 .85
On my job, | am not of freedom 3.24 .99
My job involves a lot of repetitive work 3.08 1.05
Total 3.73 37

Table 7 Average mean score of job control

Job demand

Job demand contained with two sub-scale, psychological measured by five items
and physical was measure by two item. Overall mean score of job demand is equal
3.59.

According to the Table 8, most of respondents agreed with their job require

working very fast (X = 4.36), and following by having enough time to get the job
done X = 3.64), not asking to do an excessive X = 3.19), and requiring work very
hard X = 3.14), while they has least agreed in term of require lots of physical effort
in their job (i = 3.07). Overall mean score of psychological is equal to 3.48.

In case of physical, overall mean score is 3.87. They agreed with their job

security is higher than free from conflicting demands others make X , 4.07 > 3.67).
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Mean SD.
Psychological 3.48 46
My job requires working very fast 4.36 .63
| have enough time to get the job done 3.64 81
| am not asked to do an excessive 3.19 .94
My job requires working very hard 3.14 .99
My job requires lots of physical effort 3.07 1.19
Physical 3.87 a7
My job security is good 4.07 .70
| am free from conflicting demands others make 3.67 1.16
Total 3.59 .43

Table 8 Average mean score of job demand

Social support

Social support was divided into two sub-scale, each co-worker and supervisor

attributes contained with each four items. Mean score of social support is equal to

3.83.

From the result in the Table 9, most of respondents agreed with people who

they work with are friendly (E = 4.03), and following by helpful in getting the job

done (X = 3.99), not competent in doing their jobs X = 3.75), and take a personal

interest toward them (E = 3.50), respectively. Overall mean score of co-worker is

equal to 3.82.

When determined by supervisor, their overall mean score is 3.84. They agreed

with their supervisor is helpful in getting the job done X = 3.94), and following by

successful in getting people to work together (E = 3.87), and concerned about the

welfare of those under him (E = 3.80), while pays attention is lowest mean score (i

= 3.75).
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Mean SD.
Co-worker 3.82 57
People | work with are friendly 4.03 71
People | work with are helpful in getting the job done 3.99 .70
People | work with are competent in doing their jobs 3.75 71
People | work with take a personal interest in me 3.50 a7
Supervisor 3.84 .82
My supervisor is helpful in getting the job done 3.94 .85
My supervisor is successful in getting people to work together 3.87 .92
My supervisor is concerned about the welfare of those under 3.80 .93
him
My supervisor pays attention to what you are saying 3.75 .88
Total 3.83 61

Table 9 Average mean score of social support

Job Stress

The SPST-20 by Suanprung Hospital, Thailand is applied for to identify
biological, psychological, and social components of stress. This section contained

with 20 items. Mean score and standard deviation was illustrated in the Table 10.

Overall mean score of job stress is 2.69.

The result of descriptive analysis on stress is determined in Table 12, most of

employee has strongest opinion toward not enough money to pay (E = 3.31), and

followed by muscle tension or pain X - 3.26), cannot reach the job target X =

3.25), tension headaches (E = 3.23), back pain (E = 3.19), migraine or unilateral
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headaches (E = 2.80), anxious or worried (E = 2.75), feel tired easily (E = 2.73), fear

of making mistakes (X = 2.72), feel the need to compete of compare (X = 2.59), feel

angry or edgy (X = 2.56), sense of grievance or frustrated X = 2.54), memory is not
good X = 2.51), family dispute (X = 2.43), worried about pollutants or toxins X =

2.42), confused (E = 2.39), appetite change (E = 2.35), difficulty concentrating (E =
2.33), frequent colds X = 2.28), and feel depressed X = 2.23), respectively.

Mean SD.
Not enough money to pay 3.31 1.40
Muscle tension or pain 3.26 1.26
Not reach the target of job 3.25 1.04
Tension headaches 3.23 1.27
Back pain 3.19 1.32
Migraine or unilateral headache 2.80 1.32
Anxious or worried 2.75 1.28
Feel tired easily 2.73 1.23
Fear of making mistakes 2.72 1.05
Feel the need to compete or compare 2.59 1.19
Feel angry or edgy 2.56 1.16
Sense of grievance or frustrated 2.54 1.20
Memory is not good 2.51 1.13
Family dispute about money or work at home 243 1.31
Worried about toxins or pollutants in the air, water, noise, soil 2.42 1.19
Confused 2.39 1.06
Appetite changes 2.35 1.16
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Mean SD.
Difficulty concentrating 2.33 1.15
Frequent colds 2.28 1.19
Feel sad or depressed 2.23 1.12
Total 2.69 .78

Table 10 Average mean score of job stress

The summary in the Table 11 represents range, average mean score and the

interpretation of result. Female employee in the study has ages range from 24 - 95,

X =539 + 15.6.

In term of job control factors (range = 64-114, X = 88.1+9.3), majority of

respondents has skill discretion range from 32 — 60, X =46.2 + 4.9, while they also

has high level of decision authority, range from 28 - 60, X=-418+67.

When determine job demand factors (range = 31 — 65, X = 50 + 6), most of

respondents has psychological range from 23 - 56, X = 42.3 + 5.5. However, majority

of female employee has physical range from 2 - 10, X=77+15

Moreover, there is social support (range = 8 — 40, E = 30.6 + 4.9), most of

respondents has co-worker support range from 4 - 20, X = 15.3 + 2.3. In addition,

majority of female employee has toward supervisor support range from 4 - 20, X -

15.4 + 3.3,
n = 306 Minimum Maximum Mean SD.
Job stress 24 95 53.9 15.6
Job control 64 114 88.1 9.3
Skill 32 60 46.2 4.9
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n = 306 Minimum | Maximum Mean SD.
Decision authority 28 60 41.8 6.7
Job demand 31 65 50.0 6.0
Psychological 23 56 42.3 55
Physical 2 10 7.7 1.5
Social support 8 40 30.6 4.9
Coworker 4 20 153 2.3
Supervisor 4 20 15.4 33

Table 11 Descriptive summary of job and organization factors and job stress

4.3 The relationship between job stress and individual factors

To analyze the relationship between job stress and individual factors, Chi-square test
is use to determine the significant relationship between them. Source of stress level
is determine from interpretation of SPST-20 in previous chapter. According to Table

12, the relationship between job stress and individual factors were described below
Age

The age group of employee who aged 41 — 50 has highest percentage of job
stress (41.7%). However, there was not significantly difference between job stress and

age (p-value = .062)
Knowledge

Respondents who has no knowledge has higher stress than employee who
has a knowledge (47%). However, there was not significantly difference between job

stress and knowledge (p-value = .553).
Marital status

The result from the Table 14 shows respondents who is divorced has highest
percentage of job stress (58.3%). However, there was not significantly difference

between job stress and marital status (p-value = .239).
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Number of working hour

When consider by working hours, there is not significantly difference between

job stress and working hour (p-value = .116, .495).
Position and responsibility

Most of female co-worker in the study has highest percentage of job stress
(41.5%), while employee who has job responsibility in management has highest
percentage of job stress (43.6%). However, there was not significantly difference

between job stress and position and job responsibility (p-value = .602, .542).
Sufficient income

The result in the study shows most of employee who has not sufficient and
in debt has highest stress in sever level (50.9%), while respondents who has sufficient
and enough for saving has least stress when compare to other groups (51.7%). These
result show job stress and income sufficient has significantly difference at 0.05

significant level (p-value = .000).

Job Stress
Moderate | High Sever
XZ (df) P-value
stress stress stress
Age
21 - 30 37 (28.7) 51 (39.5) 41(31.8) | 12.008 (6) |.062
31-40 18 (16.7) 45 (41.7) a5 (41.7)
41 - 50 19 (31.1) 26 (42.6) 16 (26.2)
51 -60 3 (37.5) 5(62.5) -
Knowledge about the job
adequate
Yes 63 (26.3) 96 (40) 81(33.8) | 1.186(2) .553
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Job Stress
Moderate | High Sever
stress stress stress x2 () Prvalue
No 14 (21.2) 31 (47) 21 (31.8)
Marital status
Single 39 (27.1) 53 (36.8) 52 (36.1) |10.392(8) |.239
Married 25(20.2) | 58(46.8) | 41(33.1)
Widowed 5 (38.5) 6 (46.2) 2 (15.4)
Divorced 2 (16.7) 7 (58.3) 3 (25)
Separated 6 (46.2) 3(23.1) 4 (30.8)
Number of hours per day
8 and below 50 (26.7) 83 (44.4) | 54(289) |4.301(2) |.116
more than 8 hour | 27 (22.7) a4 (37) 48 (40.3)
Number of days per week
5 days or less 5(18.5) 14 (51.9) 8 (29.6) 1.406 (2) | .495
6 days 72 (25.8) 113 (40.5) | 94 (33.7)
Position
Co-worker 63 (24.2) 108 (41.5) | 89 (34.2) 1.016 (2) .602
Manager 14 (30.4) 19 (41.3) 13 (28.3)
Responsibility
Service 61 (24.3) 103 (41) 87 (34.7) 1.223 (2) .542
Management 16 (29.1) | 24 (43.6) 15 (27.3)
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Job Stress
Moderate | High Sever
XZ (df) P-value
stress stress stress
Income sufficient

Not sufficient and
in debt 12 (10.5) 44 (38.6) 58 (50.9) | 43.370 (6) | .000*
Not sufficient not
in debt 17 (29.8) 20 (35.1) 20 (35.1)
Sufficient but not
for saving 33(31.1) | 53(50) 20 (18.9)
Sufficient and
enough for saving 15 (51.7) 10 (34.5) 4 (13.8)

77 (25.2) 127 (41.5) | 102 (33.3)

Classification of Job stress

Table 12 The relationship between job stress and individual factors

4.4 The relationship between job stress and job and organization factors

To analyze the relationship between job stress and job and organization factors, Chi-

square test is use to determine the significant relationship between them. Source of

stress level is determine from interpretation of SPST-20 in previous chapter, while

attribute from job and organization is segmented into two group. From the result in

Table 13, the relationship between job stress and individual factors were described

below

Job control

When measure by skill level, female employee who has high skill discretion is

has highest level of job stress (42.5%), In case of decision authority, respondents who

has low decision authority will has highest stress percentage of job stress (43.6%).

However, there is not significantly difference between job stress and job control (p-

value = .813, .086).
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In term of job demand, female employee who has high percentage of psychological

also has high level of job stress (41.7%). Moreover, respondents who perceived high

physical also has highest job stress (44.1%). However, there is not significantly

difference between job stress and job demand (p-value = .511, .455).

Social support

According to result in the Table 15, there was significantly difference between

supervisor and job stress at 0.05 significant level (p-value = .014). The employee

perceived low of helpful social interaction from supervisor has highest percentage of

stress level. However, there is not significantly difference between job stress and co-

worker (p-value = .186).

Job Stress
Moderate Sever
High stress
stress stress X2 (df) P-value
n (%)
n (%) n (%)
Job control
Skill
Low 21 (26.9) 30 (38.5) 27 (34.6) 414 (2) .813
High 56 (24.6) 97 (42.5) 75 (32.9)
Decision authority
Low 35 (20.3) 75 (43.6) 62 (36) 4.903 (2) | .086
High 42 (31.3) 52 (38.8) 40 (29.9)
Job demands
Psychological
Low 2 (50) 1 (25) 1 (25) 1.344 (2) | .511
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Job Stress
Moderate Sever
High stress
stress stress X2 (df) P-value
n (%)
n (%) n (%)
High 75 (24.8) 126 (41.7) | 101 (33.4)
Physical
Low 31 (27.9) 41 (36.9) 39 (35.1) 1.574 (2) | .455
High 46 (23.6) 86 (44.1) 63 (32.3)
Social support
Coworker
Low 20 (20.6) 38 (39.2) 39 (40.2) 3.364 (2) | .186
High 57 (27.3) 89 (42.6) 63 (30.1)
Supervisor
Low 18 (20) 31 (34.4) 41 (45.6) 8.595(2) | .014*
High 59 (27.3) 96 (44.4) 61 (28.2)
Classification of Job
stress 77 (25.2) 127 (41.5) | 102 (33.3)

Table 13 The relationship between job stress and job and organization factors

4.4.1 Pearson’s correlation coefficient analysis among job stress and job and

organization factors

This part applies Pearson’s correlation coefficient to find the relationship of the

factors associated job stress among women employees in the private skin care

company. The researcher divided sub-categories of job and organization into six

variable to compare with job stress level. The result in the Table 14 indicates that

there is a positively significant relationship with between job stress and psychological
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at significant level less than 0.05 (2-tailed) (p-value = .002, r-value = .177). Moreover,

there is a significantly negative relationship between decision authority, co-worker,

and supervisor towards job stress among women employees in the private skin care

company at 0.05 significant level (r-value = -.114, -.142, -.129), respectively.

Job Skill Decision  Psycholo Physical Co- Supervi
stress  discretion  authority  gical worker  sor
Job stress 096 -114° 277" .003 142" -129°
Skill discretion 288" 200" 264" 071 102
Decision authority -031 287" .069 .088
Psychological 215" .029 018
Physical 385 346"
Co-worker 506"
Supervisor
* (sig < .05)
** (sig < .01)

Table 14 Test of Pearson’s correlation between job stress and job and organization

4.4.2 Multiple regression analysis among job stress and job and organization factors

The researcher applied multiple regression analysis to examine how the job and

organization factors associated job stress among women employees in the private

skin care company. Six variables of job and organization was adopt in the multiple

regression model in the Table 15.
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Unstandardized Standardized
Coefficients Coefficients
Std.

B Error Beta t Sig.
(Constant) 2.450 579 4.230 .000
Skill discretion 211 115 110 1.830 .068
Authority decision -.200 .084 -.143 -2.378 .018*
Psychological 243 .099 142 2.447 .015%
Physical .064 .067 .063 .955 .340
Co-worker -.168 .091 -.124 -1.853 .065
Supervisor -.085 .062 -.089 -1.362 174

R = .285, R? = .081, Adjust R? = .063, F = 4.415%(sig < .05)

Table 15 Analysis of multiple regression among job stress and job and organization

factors

According to the table 17, the adjusted R-square explains that 8.1% of job stress can
be explained by job and organization factors. Secondly, F-test is equal to 4.415 and it
has significantly difference at 0.05, this examine that at least one factors of job and

organization has significantly associated with job stress.

In order to analysis the regression model, the result found authority decision has
significantly negative impacted job stress of female employees in the private skin
care company (p-value = .018, [3 = -.200), while psychological factors has significantly
positive predict job stress of women employees in the private skin care company at
0.05 significant level (p-value = .015, B = -.243). However, skill discretion (p-value

= 068, B = -.211), physical (p-value = .340, B = -.064), co-worker (p-value = .065, B =
-.168), and supervisor (p-value = .174, B = -.085) has no impact toward job stress of

women employees in the private skin care company.
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Unstandardized Standardized
Coefficients Coefficients
Std.
B Error Beta t Sig.
(Constant) 2.191 441 4973 .000
Authority decision | -.152 .079 -.109 -1.931 .054
Psychological .296 .096 74 3.090 .002

R = .208, R? = .043, Adjust R?

= .037, F = 6.835%(sig < .05)

Table 16 Analysis of multiple regression among authority decision, psychological

Jjob demand and organization factors

From the result in the table 16, the adjusted R-square explains that 4.3% of job
stress can be explained by authority decision and psychological job demand.

Secondly, F-test is equal to 6.835 and it has significantly difference at 0.05, this

examine that at least one factors of job and organization has significantly associated

with job stress.

In order to analysis the regression model, the result found psychological job demand

has significantly positive impacted job stress of female employees in the private skin

care company (p-value = .002, B = .296), while authority decision has no impact
toward job stress of women employees in the private skin care company when

compare with psychological job demand.



CHAPTER 5
CONCLUSIONS, DISCUSSIONS AND RECOMMENDATIONS

5.1 Conclusions

The majority population of the study was female co-workers in the private
skin care company (85%), work in service duty (82%), has clients less than 10 (81.7%),
have number of working hour about 8.6 hours per day, and six days per week
(91.2%). They aged between 21 and 30 years (42.2%), single (47.1%), and married
(40.5%). More than half of them have adequate knowledge related to their job
assignment (78.4%). In term of income sufficient, 37.3% of employee has not
sufficient and in debt, income sufficient but not for saving (34.6%), while only 9.5%

of employee has income sufficient and enough for saving.

The researcher applied Karasek's job content questionnaire (JCQ) for using as
measurement for organization and work related factors. The findings revealed that
their job content need high skill discretion (E = 4.9), especially in learning a new
thing X = 4.34), and developing opportunity X = 4.08), and high decision authority
(E = 6.7). In term of job demand, their job is require high psychological job demand
scale (X = 5.5) which is include working very fast (X = 4.36) but has low requirement
of physical job demand (E = 1.5). They also received high support from co-workers
X = 15.3), and supervisors X = 15.49) especially in term of friendly (X = 4.03) and

helpful X = 3.94), respectively.

To explore the prevalence of job stress among women employees in the
private skin care company, The SPST-20 was using to measure level of stress.
Prevalence of stress among female employees in the private skin care company in
the study was high stress (41.5%, X- 53.9). In addition, top five of stress that they
concerned was income insufficiency, responsibility of job, and physiological stress.
They have strongest opinion toward income insufficient (i = 3.31), and followed by
muscle tension or pain (E = 3.26), cannot reach the job target (E = 3.25), tension

headaches (X = 3.23), and back pain X = 3.19), respectively.
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In bivariate analysis by using Chi-square test, this study found that there were
significantly differences between job stress and income sufficient. Female employee
who has income insufficient and in debt has stress under sever level (50.9%).
However, female employee who has income sufficient and enough for saving has
moderate stress when compare to other groups (51.7%). In addition there were
significantly difference between job stress and supportive from supervisor and job
stress, where low supportive from supervisor cause severe stress (45.6%). This can
implies workers who has debt, insufficient income, and lack of supportive from

supervisor will has highest stress level.

In case of relationship between job stress and job and organization factors by
using Pearson’s correlation coefficient, there is positive relationship of psycholosgical
factors at 0.05 significant level (p-value = .002 < 0.05), while there is significantly
negative relationship between job stress, decision authority, supportive from co-

worker and supervisor , respectively (p-value = .046, .013, .024 < 0.05).

According to multivariate analysis, six variables of job and organization was
adopt in the multiple regression model. The result found psychological factors is the
most significantly impacted job stress among women employees in the private skin
care company, which is significantly positive toward job stress of women employees
(p-value = .015, B = .243). Authority decision also ranked as second mostly impacted
toward job stress also has significantly negative impacted job stress (p-value = .018,

B = -.200).

5.2 Discussions

The result was collected and summarized from 306 respondents. This research aim
to assess the job stress among women employees in the private skin care company.
The overall result explains income insufficient, social supported from colleague or
supervisor, psychological job demand, and decision authority of job control is
significantly affected stress of woman employee. Woman employee in this study
have type of stressor such as overload working but their income cannot cover their
living cost and physiological stress such as muscle pain and tension headache. This
result is also supported by information from National Statistical Office (2012) which

explained that 90.99% of women employee is complaint from low payment and
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welfare, as also mentioned by Tonguthai et al (2011) studied about woman in
Thailand and found their stress from financial problem and work stress is increasing.
The result may affect from positioning of female employee in the study, who has
role to make customer satisfied individually, also involved in giving a problem
solution to customer directly, and their working hours is quite high and rapidity. This

may cause they are lack of rest due to few sleep hours and day off.

To explore the prevalence of job stress among women employees in the
private skin care company. The result found that job stress has no difference with
individual factors such as age, knowledge, marital status, number of working hour,
and job responsibility. This is except for income sufficient which is found there is a
difference between groups of female employee who has income sufficient and
insufficient. Female employee in the study who has income insufficient and debt will
has level of stress higher than female employee who has sufficient income without
debt. This is supported by McDaniel et al (2006) stated that income or wage affects
level of satisfaction and stress level, employees who has enough or sufficient income
will resulted to increase in production and performance. The study of job stress
among nurse from the research done by Wattanakitkrailej et al. (2010) also found
that respondents who has insufficient income will also increasing in stress level. The
result of stress measurement by the SPST-20 showed most of respondents in the
study has stress on income insufficiency, such as has not enough money or salary to
cover their expense. Due to uncertainly of economic and political instability, it will
affects living cost which is increasing apparently. Debt is the result from
uncontrollable expense, which is directly affect to stress level of employee. Low
income employees will had more chance to develop higher stress than employees
who had sufficient income because of the high cost of living and daily expense is not

suitable with their income.

Social supports is also factor which is influences job stress. From the result,
there were significantly difference between job stress and supportive from supervisor,
where low supportive from supervisor cause severe stress. In addition, supportive
from co-worker and supervisor have negative relationship with job stresses but not
enough to impact toward job stress among women employees in the private skin
care company when compare with others factors. The result is associated with Payne

(1980) stated that social support received from colleagues or supervisor have
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associated with job stress. While low social support at workplace is associate with
fatigue or stress (Bultmann U et al, 2002). Caplan (1975) also found that higher social
support from colleague or supervisors, its came out of job stress relief. Support from
subordinate or supervisor such as giving assistance in completing a task or sharing
information and resource, or emotional concerned such as giving reassurance can
reduce stress level and make them has productivity on working (Pinneau, 1976).
Irritable supervisors or boss who has lack of enthusiasm in employee may influence
their stress on the person under them, which can create the stress to co-worker and
make them dissatisfied toward their supervisors (Cooper, 1987). Ignorance from
supervisor such as lack of recognition and attention in term of guidance on
performance and comments also lead employee to depress and generate their stress
level. Friendly and helpful supervisor may make employee had feeling free to
contact with them and give their opportunity to ask, which can make them develop

stress level slower than supervisor who is strict and create the gap between them.

To determine the factors associated job stress among women employees in
the private skin care company. The result from multiple regression analysis shows
psychological demand is positively impacted toward job stress. The psychological
demand such as work overload or pressure from works such as working fast, working
hard, and time limited of working has significantly impacted job stresses. When
considered from five psychological components of Karasek's job content
questionnaire (JCQ), most of female employee in the private skin care company
agreed with their job responsibility is require working very fast. This is supported by
the study of Sittikan (2008) found that psychological job demand has associated with
job stress of drivers. According to the result of stress measurement by using The
SPST-20, employee concerned that cannot reach the job target is one of the of top
most stress they perceived. Levi (1981) also stated that hard working is linking to the
stress which can occur to be disease. Physiological stress such as muscle tension,
back pain, unilateral headache can happened when employee has under strain stress
or fatisue. When employee had overloaded job and is under stress condition, their
behavior may change such as less concentration on working, which is directly affect
to their productivity (Bainbridge, 1974; Cooper et al. 1987). Stress from rapidity work
and hardworking can occur when they has limited time to meet their objective or

goal or tired from physical response such as fatigue.
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In addition, authority decision also has significantly negative impacted job
stress. This result is supported by the study of Juljerm (2008) found that anything
which is related to the decision making authority of careers such as time pressure,
lack of freedom in their own, or controlled by working schedules from their
supervisor, lack of participation in decision making is resulting in stress. Cooper et al.
(1987) stated that freedom to complete a task, authority to take job responsibility,
and handle the task by themselves has positively influence workers satisfied with
their job, which is can affect less in their stress. Worker who has freedom choice to
choose tasks is likely to perceive their job as being meaningful (Cooper et al, 1987).
Working without decision authority is cause employee limited to improve their skill

and ability.

5.3 Recommendation

From the study, frontline employee of skin care business will always face the
problem of stress. According to characteristic of their job to provide service face-to-
face to customers, with difference in problem solving and mostly them often dealing
with many customers at the same time. Some customer may difficult to deal and
interact with. Female employee need to continuously serve this type of job for
whole day. This may come up with the pressure from workplace along with lack of
social interaction from colleague or supervisor support. Uncertainty in work schedule,
time limited, responsibility to achieve target or goal, unpredictable in job issue or
customer, rapidity of working, and lack of relief may cause them response in physical
interact such as fatigue and this can rise the stress level. Having better social support
from friends or colleague in the workplace may causing them share the feeling,
experience, and job knowledge, which can affect them feel more better relief and
reduce the pressure in workplace. Supportive from supervisor such as guidance for
problem solution, helpful comment, and pay attention to their subordinate can
improve environment in workplace, which is reduce a gap between supervisor and
their subordinate. This may cause less pressure between supervisor and frontline

employees.

Due to economic uncertainty, most of female employee in the study has

insufficiency income due to high living cost of Bangkok. Location of their workplace is
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mainly located in department store or shopping arcade, which is offer expensive
meals, luxurious product such as clothing or technology gadget, and other
entertainment attributes. These may effect on their spending. They need to spend
money on beauty treatment for make them looking good for serving customer.
Beauty oriented is be important in the skin care business, as is also concerned to
female employees who have to provide the service and product for treatment skin
problems such as acne, melasma, wrinkle and to promote the healthy skin and skin
cosmetics. If they cannot maintain their healthy skin or beauty oriented, this might
be effect on the trustworthiness towards brand of skin care company. As an over
spending on living cost, it cause them owned debt or less money on saving which
lead to suffer from insufficient income that their salary cannot covered monthly
expense.

Policy recommendation:

The researcher might recommend the organization in term of policy.
Organization’s policies which benefits employee health can improve
productivity .That are perceived as healthy tend to have clear policies. Following are

3 recommendations:

1. Social support; the organization develops the social support, producing

more effective team supportive, strengthen relationship building by

- Interpersonal and communication skills training to both management and
front line employees.
- Find out the best ways to open and clear communicates; speaking in

groups, face-to-face or web board.

- Recognition of performance and regular feedback; the lack of control cause

factor determining how stressful worker.

- Respect and authenticity for the dignity of each employee and fair

management actions.

- Help employees to improve emotional support system, will reduce source

of emotional fear and tear.

2. Authority decision -The organization redesign to enrich jobs with more

authority decision can lower employee stress levels by
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- Give employees as much control over their jobs as possible, the sense of

control are much less to be negatively affect

- Give employees opportunities to lead projects and input into decision-

making

- Creating a work environment where employees think like their business
owners.
- Supporting employees build self-efficacy; Challenge employees stretch goals

and coach employees to solve problems.

3. Offering special rate for beauty products: To offer a special price of product
or treatment to their employee

Recommend the organization in this study to offer a special price of beauty
product or treatment to their employee. Relieve of expense on beauty oriented
product or service can let them have some money for saving. Without or less level
of stress, female employee can work more effectively and gain more productivity.
This effect also reduce a chance occur of physiological stress that cause them have
an illness. In outcome, the healthier employee can serving customer with more
productively, make a better organization such an improving atmosphere of
workplace, maintaining good relationship of customer along with employees and gain

trust from them, and also reduce labor turnover of skin care company.

Further study recommendation

1. The study should be conducted in combination with quantitative study to
explore the perception of responding with stress, causes association with stress.
Regarding quantitative study, longitudinal study should be carried out to determine
consequences of hassles events that related stress.

2. Perspective study in job stress related to health should be conducted to
find out the employee health problems in order to initiate program activities for

health promotion.
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APPENDIX

Individual questionnaire

Please answer each of following questions by filling in the blank with the
correct answer or by circling the single best answer.
The Individual questionnaire has 7 question. The time to answer for this part is 5

minutes.

1. How old are you?

2. Is your knowledge about the job adequate?
a. Yes
b. No

3. What is your marital status?
a. Single
b. Married
c. Widowed
d. Divorced

e. Separated

4. How many hours do you work in a day, many days per week?
Number of hours per day.........cc.cccceuuee

Number of days per week.........cccc.........

5. What is your position and responsibility?
Position.....ccocevveeeeeee.

Responsibility.................

6. Is your income sufficient?
a. Not sufficient and in dept
b. Not sufficient not in dept
c. Sufficient but not for saving
d. Sufficient and enough for saving
7. How many clients per day in your responsibility?

...................... Person



59

wuuaeunudeyadiuynng
nsmeumauselUilaedudlugesieiieAneuiigniswsennaurneuignfesvian
wuugeunutayadiuyAnailviaiin 7 9o Lianlun1sneukuuasuny 5 uii

2. avudingaiuauvewiuiliiiee weli?
n. Wieane
9. lalileane

3. @0IUAINATTUATITY
n.lan
WA
ALY
LUEN
A.uenfiueg

4. Uy uTuasdIlue, dUaviasniu?
Juag...... Tl
FUa9A....... A%

5. SLAUNIULALANUSURAYDU
AU e
AVIUSURAYDU oo

6. 18levaWinuULNeINaunI o lul?
. liesnanazifund
| Mo & &
. livigane webaiund
A.Lleanaus ldnaLAu
LNgmaLaTNaLAY

7. nugnAmvinuiuiaveusaw?



Job and Organization factors; Job content Questionnaire
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Please answer whether you strongly disagree, disagree, fair, agree or strongly

agree with each of the following statements. The next set of questions asks you to

think about different aspects of your job.

Job content questionnaire has 24 question. The time to answer for this part is 15

minutes.

1. My job requires that | learn new things

2. My job involves a lot of repetitive work

3. My job requires me to be creative

4. My job allows me to make a lot of

decisions on my own

5. My job requires a high level of skill

6. On my job, | am not of freedom to

decide how | do my work

7.1 get to do a variety of things on my job

8. | have a lot to say about what happens

on my job

9. I have an opportunity to develop my
own special abilities

10. My job requires working very fast
11. My job requires working very hard
12. My job requires lots of physical effort

13. | am not asked to do an excessive

amount of work

14. 1 have enough time to get the job

15. 1 am free from conflicting demands

others make

Strongly disagree fair agree Strongly
disagree agree
(11 ]2 13 ]a 5
[11 12 13 ]a 5
N ]2 13 ]a 5
[11 ]2 13 ]a 5
[11 12 13 ]a 5
[11 ]2 13 ]a 5
11 12 13 ]a 5
[11 ]2 13 ]a 5
1 ]2 13 ]a 5
11 12 13 ]a 5
1 ]2 13 ]a 5
11 12 13 a 15
1 ]2 13 [ ]a /5
1 ]2 13 [ ]a /5
11 12 13 a 15



16. My job security is good

17. People | work with are competent in

doing their jobs

18. People | work with take a personal

interest in me

19. People | work with are friendly

20. People | work with are helpful in getting
the job done

21. My supervisor is concerned about the

welfare of those under him

22. My supervisor pays attention to what

you are saying

23. My supervisor is helpful in getting the

job done

24. My supervisor is successful in getting

people to work together

1
1

1

1
1

1

[11

(11

]2
]2

]2

]2
]2

]2

12

]2

]2

13
13

13

13
13

13
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13
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Job Stress questionnaire; Suanprung StressTest-20,( SPST-20)

Please read the items below about what has been happened with you over the past

six months about different aspect of your job and workplace and mark only the

event which has been happened with you and evaluate how you are feeling to the

event. Then mark the corresponding box to your rating.

Scoring the level of stress as followed

Stress score 1 point.

Stress score 2 points.
Stress score 3 points.
Stress score 4 points.

Stress score 5 points.

Means not stress.
Means Mild stress.
Means Moderate stress.
Means High stress.

Means severe stress.

Job Stress questionnaire has 20 question. The time to answer for this part is

10 minutes

over the past six months.

[tem.

1. Fear of making mistakes.

2. Not reach the target of job.

Stress Score

1 2 3 il
1 ]2 3 ]a
[]1 [12 13 a

3. Family dispute about money or work at []1 []2 []3 [1q

home.

4. Worried about toxins or pollutants in the (11 []2 []3 []a

air, water, noise, soil

5. Feel the need to compete or compare. (11 []2 []3 [1q

6. Not enough money to pay.
7. Muscle tension or pain.

8. Tension headaches.

9. Back pain.

10. Appetite changes.

T 2 13 !
1 D2 13 a
1 D2 13 a
T 2 13 !
1 D2 13 a

11. Migraine or unilateral headache. (11 []2 []3 (14

5
15
15
15

s

15
15
15
15
15
15
15



12.

13.

14.

15.

16.

17.

18.

19.

20.

Anxious or worried.

Sense of grievance or frustrated.

Feel angry or edgy.
Feel sad or depressed.
Memory is not good.
Confused.

Difficulty concentrating.
Feel tired easily.

Frequent colds.

1
1
1
1
1
1
[J1
11
[11

2
12
2
12
2
12
2
12
2

(13
13
(13
13
(13
13
(13
13
(13

!
a
!
a
!
a
a
!
a
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