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A B S T R A C T  

 
 The aim of this study is to measure the impact of job stress on job performance among the employees of the Jordan Telecom Group 
(JTG). For that purpose the factors of job stress studied were: work overload, role conflict, role ambiguity, and physical conditions of 
work, while the dimensions of job performance were: Job Commitment, Job Loyalty, Functions Accomplishment and Job Discipline. The 
study population consisted of the 4155 employees of (JTG), from whom a simple random sample of size 351 employees was chosen. A 
self-administered questionnaire was distributed and 340 responses were fit to analysis. The data were analyzed using SPSS 18, giving the 
following results; there is statistically significant negative effect of stress factors on performance. In addition, there is statistically 
significant negative effect of stress factors on each of performance dimensions.  

 
Key words: Job stress, Job performance, Job overload, Role conflict, Role ambiguity, Physical conditions of work, Job Commitment, 

Job Loyalty, Functions Accomplishment and Job Discipline. 
 

INTRODUCTION 
 

The contemporary work environment undergoes a large number of accelerating changes and continuous 
development in a dynamic context characterized with change and instability. Due to such circumstances, stress 
has often been felt by individuals and organizations. Many employees suffer stress in their work place and daily 
life. Stress is not confided to a group of people on a particular job [3]. 

 There are many definitions of work stress. According to the current World Health Organization (WHO) 
definition, occupational or work –related stress “is the response with work demands and pressures that are not 
matched to their knowledge and abilities and which challenge their ability to cope.” 

Health and Safety Executives (HSEs) formal definition of work related stress is: “The adverse reaction 
people have to excessive pressures or other types of demand placed on them at work.” It is seen that work or job 
stress is not just pressure. Mild pressure usually is beneficial and leads to good level of performance, but 
excessive pressure which exceeds tolerable level is harmful and may lead to negative attitudes to work, low 
level performance and dissatisfaction [9]. The employees are considered the significant factor of production, and 
therefore they were the focus of attention in business organizations in order to secure their loyalty and 
satisfaction and in turn to enhance their job performance and hence to achieve the organization objectives. 
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Research Background: 
The relationship between job stress and job performance has been the subject of research and investigation 

by many authors. The researches were done on different sectors of business activities in several countries. 
Bashir and Ramay [7] studied the impact of eleven factors of stress on employees job performance in the 

banking sector of Pakistan and reported significant negative correlation between job stress and performance  and 
also showed a negative slope B= -0.697 of the regression line of  performance on stress. 

Warraich Ali et al considered three factors of stress, namely, workload, role conflict, and inadequate 
monetary reward, and studied impact of these factors on performance of faculty members in private sector 
universities in Karachi. Their findings showed significant negative correlations and negative coefficients of the 
three factors of stress on performance. 

Olusegun et al [1] studied the effects of job stress on employee’s performance in Nigeria tertiary hospitals. 
One of the objectives of the study was to examine the effects of employees job stress on performance. The study 
showed that among 65 respondents comprising the sample, 25 and 30 indicated “high extent” and “very high 
extent”, respectively, to the item: "There is effect of stress on performance". That result implies that the effect is 
adverse. On the question of how respondents cope with stress, majority of them (52%) agreed they take some 
days off to rest. The analysis in Olusegun et al [1] research was mainly descriptive and no tests of significance 
were made. 

Manzoor et al [16] reported that there is no significant relationship between job stress and employees 
performance in the textile sector of Faisalabad, Pakistan. 

Arnold and Feldman [2] define stress as “the reactions of individuals to new or threatening factors in their 
work environment.” This definition implies that since circumstances are changing in the workplace, and many 
new factors develop, then reactions of individuals are inevitable. 

Job performance is the ability of an individual to accomplish the task assigned to him/her successfully, 
subject to the normal constraints of reasonable utilization of the available resources [1]. 

Rose [10] reported that “work-related stress and excessive hours may in practice comprise a more urgent 
practical problem for management than socio-technical aspects of work-life quality.” 

Lopes et al [6], in their report on work autonomy, work pressure, and job satisfaction: An analysis of 
European Union Countries, state that: "Economic results show that the decline in job satisfaction is due mainly 
to the increase in work pressure-which might be reaching a limit for high-skill workers and that job satisfaction 
is most affected by an increase in work pressure when this is not accompanied by greater work autonomy.” 

Many researches have been carried to measure the impact of stress on job performance. Theoretically, the 
analysis may involve finding linear and non-linear relation between stress and performance. The more familiar 
methods are linear and quadratic relations including positive and negative linear relationships, U-shaped and 
inverted U-shaped relationships. Jamal [5] proposed these four types of relationships and used the term 
“curvilear relationship ” instead of  inverted U-shaped The inverted U-shaped relationship was proposed by 
Westmen and Eden [12]. Alternately, there need not be any quantifiable relationship between the two 
phenomena. 

 
The Study Model: 

This A pilot study was carried by one of the authors to investigate the status of employees in Jordan 
Communication Group (JCG). A sample of employees was interviewed and it was noticed that some of them 
were feeling some kind of work stress which reflects on their job performance. Due to these observations , it 
was decided to carry a study to measure  the impact of job stress on job performance among the employees of 
(JCG).Therefore the purpose of this study is to measure the impact of job stress on job performance, among the 
employees of  JCG. 

The objective of the study may be achieved by answering the following question: Is there effect of job 
stress with its factors (work overload, role conflict, role ambiguity, and physical conditions of work) on job 
performance with its factors (job commitment, job loyalty, functions' accomplishment, and job discipline.)? 

Several branch questions are deduced from this main question: 
a. Is there effect of job stress on job commitment? 
b. Is there effect of job stress on job loyalty? 
c. Is there effect of job stress on functions' accomplishment? 
d. Is there effect of job stress on job discipline? 
 
The following model has been proposed as being appropriate for this study. 
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     Independent Variable                                                   Dependent Variable 
         Job stress                                                                     Job performance                                               
 
 
 
 
 
 
 
Based on the questions of the study, the following hypotheses are proposed. 
The main Null hypothesis: 
H1: There is significance effect, of job stress with its factors (Work overload, Role conflict, Role 

ambiguity, Physical conditions of work) on job performance with its factors (Job Commitment, Job Loyalty, 
Functions' Accomplishment and Job Discipline). 
 

The following branch hypotheses are deduced from the main one. 
1. Hoa: There is significant effect at level α =0.05 of job stress with its factors on job commitment. 
2. Hob: There is significant effect at level α =0.05 of job stress with its factors on job loyalty. 
3. Hoc: There is significant effect at level α =0.05 of job stress with its factors on functions'   

accomplishment. 
4. There is significant effect at level α =0.05 of job stress with its factors on job discipline. 
 

Methodology of Study: 
The method used in this study to measure the effect of stress on job performance is descriptive and 

analytical. The descriptive part was used to formulate the theoretical aspect and give the characteristics of the 
sample and the descriptive measures of the sample responses. The analytic part was used in the statistical 
analysis of the data and testing the hypotheses of the study. The population of the study consists of the 
employees of the Jordan Communications Group “Orange” which comprise four companies. The total number 
of employees is 4155 according to human resources department of the group. 

A simple random sample of size 351 was taken from population of employees and 351 questionnaires were 
distributed of which (347) were received; comprising 99% of the sample and 340 were ready for analysis 
because 7 were discarded. The sample unit was every employee at any administrative level, high, medium, and 
low.  

 
Results of Study: 

The collected data were entered into the Statistical Package for Social Sciences (SPSS) version 18 and the 
proper statistical procedures were used including: 

Reliability: Cronbach alpha was calculated to determine the internal consistency of the items in each factor 
of the scale. The results of the items on factors are reported in Table1. It is seen that the value of Cronbach alpha 
for all factors are higher than the accepted level of 0.70 

 
Table 1: Reliability of the questionnaire 

Factor Cronbach Alpha No. of Items 
Work overload 
Role conflict 
Role ambiguity 
Physical conditions of  work 
Job stress(all items) 
Job Commitment 
Job Loyalty 
functions' accomplishment 
Job Discipline 
Job performance (all items) 

0.885 
0.835 
0.796 
0.891 
0.941 
0.795 
0.916 
0.811 
0.793 
0.930 

7 
6 
4 
6 
23 
7 
7 
6 
7 
27 

 
Sample Characteristics: 

The following Table shows the distribution of the sample according to gender 
 

Table 2: Frequency distribution of the sample according to gender 
Variable Categories Frequency Percentage % 
Gender Male 

Female 
200 
140 

58.8 
41.2 

Total  340 100 

Work Overload 
Role Conflict 
Role ambiguity 
Physical  
Conditions of work 

Job Commitment 
Job Loyalty 
Functions 'Accomplishment  
Work Discipline 
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Descriptive Statistics: 
The results of the descriptive statistics of all factors are as follows. 
 

Job stress: 
The levels of job stress were calculated from the data collected and the means and standard deviations of all 

factors are presented. T-tests were performed to check if the means are greater than 3. 
 

Table 3: Means and standard deviations of each factor of job stress. 
Factor Mean Standard deviation t–value Sig 
work overload 4.15 0.574 36.50 0.000 
Role conflict 3.36 0.623 10.5 0.000 
Role ambiguity 3.21 0.634 6.0 0.000 
Physical conditions of work 3.92 0.519 32.3 0.000 
Total 3.66 0.482 24.95 0.000 

 
Table 3 shows that mean of job stress was 3.66 which indicates a medium level at the 5 point Likert scale. 

Also, Table 3 shows that Job overload was highly felt (mean 4.15) and the physical working conditions of work 
was the next (mean 3.92), meaning that the employees suffer most from work overload, followed by not 
favorable physical working conditions of work. 

 To check if the means were higher than the mean of the scale, namely 3, t-test were performed. T-test 
shows that all means are significantly (α =0.01) higher than the midpoint of Likert scale namely 3. The highest 
t-value was 36.5 for work overload and the lowest t-value was 6.03 for role ambiguity. All t-values are 
significant. This implies that the factors of job stress are significantly felt by the employees of Jordan 
Communication Group, (Sig 0.000 < α =0.01). 

 
Job performance: 

The level of factor of job performance of the employees of JCG were calculated from the collected data and 
the result is shown in Table 4: 

 
Table 4: Means and standard deviations of factors of job performance 

Factor  Mean Standard 
deviation 

t –value Sig 

Job Commitment 3.97 0.562 31.4 0.000 
Job Loyalty 3.91 0.623 26.6 0.000 
Functions' Accomplishment 4.07 0.568 34.31 0.000 
Job Discipline 4.13 0.549 37.5 0.000 
Total 4.02 0.459 40.4 0.000 

 
T-test (with test value 3) shows that all means are significantly higher than the mid -point of Likert scale, 

namely 3. The highest t-value was 37.5 for job discipline and the lowest t-value was 26.6 for job Loyalty. 
All t-values are significant at (α=0.01) level indicating that the level of job performance is higher than 3 for 

all factors and total of job performance. 
 
Testing the hypotheses:    
The first main hypothesis states: 

Ho1: There is no significant effect at level α=0.05 of job stress with dimensions (job overload, role conflict, 
role ambiguity and physical conditions of work) on job performance with dimensions (Job Commitment, Job 
Loyalty, Functions Accomplishment and job Discipline) of the employees of Jordan communication group. 

To test this hypothesis, ANOVA for regression test was performed and the results are shown in Tables: 
 

Table 5: ANOVA for regression of job performance on job stress. 
Sig F Mean sum of squares Degrees of freedom Sum of squares Source of variation 
0.000 135.0 10.827 4 43.307 Between groups 
 34 0.08 335 26.714 Within groups 
   339 70.021 Total 

 
Table 5 shows that the test is significant, p-value=Sig=0.00 and the null hypothesis is rejected, indicating 

that factors of job stress have impact on job performance and the model of linear regression is adequate. 
To measure the effect of each factor of job stress on job performance the coefficients of the factors are 

given in Table 6. 
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Table 6: coefficient of factors in the multiple regression of job performance on job stress factors 
Sig T value Standardized B B Factor 
0.000 -5.316 -0.372 -0.352 Work overload 
0.000 -4.791 -0.331 -0.344 role conflict 
0.000 -5.048 -0.441 -0.426 role ambiguity 
0.000 -5.955 -0.476 -0.470 physical conditions of 

work 
R= -0.782     ,R2 =0.619 

 
From Table (6) it is seen that all job stress factors have significant negative impact on job performance. The 

highest negative effect is due to job physical conditions of work (B= -0.470) and standardized beta = -0.476), 
the lowest is for role conflict (B=-0.344 and standardized beta = -0.331). However, the correlation coefficient is 
-0.782, meaning that correlation between job stress and job performance is negative and the relationship is 
inverse relationship. The coefficient of determination is 0.619 meaning that 61.9% of total variance is explained 
by the model and about 38% by other factors. 

The branch hypotheses are also tested. 
Hoa: This null sub hypothesis state that there is no significant effect at level α =0.05 of job stress  with its 

dimensions on job commitment, To test this hypothesis ,multiple regression was performed and the results are 
given below, in Table 7 and 8. 

  
Table 7: ANOVA for regression of commitment on job stress. 

Sig F Mean sum of squares Degrees of freedom Sum of squares Source of variation 
0.000 330.3 13.213 4 52.854 Between groups 
  0.04 335 13.524 Within groups 
   339 66.378 Total 

 
Table 7 shows that the sub hypothesis is rejected with p-value=0.00, indicating that at level of significance 

α=0.05, job stress has significant effect on job commitment. To see the effect of each factor of job stress result 
of commitment multiple regression is as shown in Table 8. 

 
Table 8: multiple regression of job commitment on job stress factors 

Sig T value Standardized B B Factor 
0.000 -4.375 -0.285 -0.252 work overload 
0.000 -4.785 -0.392 -0.398 role conflict 
0.000 -5.025 -0.409 -0.411 role ambiguity 
0.000 -6.974 -0.476 -0.423 physical conditions of work 

R= -0.851, R2 =0.725 

 
Table 8 shows that all stress factors have negative significant effect on job performance. The largest slope is 

for physical conditions of work (value=-0.423) and it has the strongest negative effect (standardized beta=-
0.476). The correlation coefficient is -0.851 indicting strong negative relationship between job commitment and 
job stress. The coefficient of determination is 0.725, meaning that 72.5% of the total variance is explained by 
the liner model, and indicating that the model is adequate. 

Hob:  The second sub hypothesis states Linear: there is no statistically significant effect of job stress on job 
loyalty. Results are given in Tables 9 and10. 

 
Table 9: ANOVA for regression of job loyalty on job stress.    

Sig F Mean sum of squares Degrees of freedom Sum of squares Source of variation 
0.000 60.509 9.5 4 38.0 Between groups 
  0.157 335 55.632 Within groups 
   339 90.632 Total 

 
Table 9 shows that the test is significant at α =0.05 (p-value =0.0 00), indicating that job stress factors have 

negative significant effect on job loyalty. 
To check the effect of individual job stress factors, multiple regression was performed and results are 

shown in Table 10. 
 

Table 10: multiple regression of job loyalty on job stress factors 
Sig T value Standardized B B Factor 
0.000 -3.740 -0.145 -0.189 work overload 
0.000 -4.851 -0.282 -0.225 role conflict 
0.000 -5.525 -0.320 -0.315 role ambiguity 
0.000 -7.124 -0.395 -0.407 physical conditions of work 

R= -0.825, R2 =0.681 
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Table 10 shows that all  job stress factors have significant negative effect on job loyalty .The highest effect 
is due to physical conditions of work  with B= -0.407 and strength -0.395. 

There is negative relationship between job stress and job loyalty R=-0.825. 
Coefficient of determination is (R2=0.681) indicating that 68.1% of the total variance is explained by the 

linear multiple model. 
Hoc: this, sub hypothesis states that there is no significant effect of job stress on functions accomplishment. 
The results of testing this hypothesis are given in Tables 11 and 12. 
 

Table 11: ANOVA for regression of functions accomplishment on job stress.    
Sig F Mean sum of squares Degrees of 

freedom 
Sum of squares Source of variation 

0.000 44.992 5.714 4 22.854 Between groups 
  0.127 335 42.542 Within groups 
   339 65.396 Total 

 
The effect of individual job stress factors on functions' accomplishment are given in Table 12. 
 

Table 12: multiple regression of functions' accomplishment on job stress factors. 
Sig T value Standardized B B Factor 
0.000 -5.743 -0.343 -0.337 work overload 
0.000 -4.808 -0.255 -0.234 role conflict 
0.000 -5.524 -0.334 -0.321 role ambiguity 
0.000 -5.244 -0.341 -0.311 physical conditions of work 

R= -0.773    ,R2 =0.599 

 
Table 12 shows that all factors of job stress have significant negative effect on functions' accomplishment, 

with the highest negative  due to work overload  with (B= -0.377) and strength -0.343. The relationship between 
job stress factors and functions' accomplishment is significant and negative (R=-0.773)  

Coefficient of determination ( R2 =0.599) indicates that 59.9% of the total variance is explained by the 
model which means that linear multiple model is adequate . 

Hod: This sub hypothesis states that there is no significant effect of job stress on job discipline. 
The result of testing this hypothesis is given in Tables 13 and 14. 
 

Table 13: ANOVA for regression of job discipline on job stress factors. 
Sig F Mean sum of squares Degrees of 

freedom 
Sum of squares Source of variation 

0.000 62.170 6.963 4 27.852 Between groups 
  0.112 335 37.652 Within groups 
   339 65.504 Total 

 
Table 13 shows that job stress factors have significant effect on job discipline (Sig=0.000). 
To check the effect of individual job stress factors of job stress on job discipline, multiple regression was 

carried out and the result is given in Table 14. 
 

Table 14: multiple regression of job discipline on job stress factors. 
Sig T value Standardized B B Factor 
0.000 3.643- -0.169 -0.174 work overload 

0.000 -5.762 -0.372 -0.352 role conflict 
0.000 -4.458 -0.253 -0.234 role ambiguity 
0.000 -5.262 -0.369 -0.376 physical conditions of work 

R= -0.841    ,R2 =0.705 

 
Table 14 shows significant negative effect of each of job stress factors on job discipline with high negative 

effect  for role conflict and physical conditions of work with standardized beta = -0.372 and -0.369 respectively. 
The relationship between job stress factors and job discipline is high negative (R=-0.841)  

 The coefficient of determination (R2 =0.705) indicates that 70.5% of the total variance is explained by the 
linear multiple model implying adequacy of the model. 

 
Discussion: 

 The overall analysis of data collected on items pertaining to stress factors and performance dimensions 
show that the responses of the sample members were all significantly higher than 3 out of five. These results 
indicate that respondents experience and feel stress in their work. Moreover they feel that stress factors affect 
their performance negatively,  
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Also, the correlation between stress and performance is negative, indicating an inverse relation between 
them. 

The results are in agreement with findings of Kotteeswari and Shrief [17], Shahriari et al [15], Raeesi [19], 
Olusegun et al [1], sand Bashir and Ramay [7]. Strange enough, findings of Manzoor et al (2014) disagree with 
the results of the above mentioned researchers, including the present one. 

The coefficient of variation, R2 =0.619 indicates that the linear model used is adequate, 61.9% of the whole 
variance is explained by the four stress factors, and about 38% by other factors. Moreover, the results show that 
stress factors affect each of the performance dimensions namely (Job Commitment, Job Loyalty, Functions' 
Accomplishment and Job Discipline) negatively. All regression coefficients were significantly (P<0.01) 
negative. 
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APPENDIX 
The constructs and their items 
Independent Variable: 

Job stress is the effect on the internal work environment in Jordan Telecom Group causing tension and 
anxiety in reaction. The dimensions of the independent variable are (work overload, role conflict, role 
ambiguity, physical conditions of the work). 

 
Work overload: 

Work overload comprises the function and responsibilities required of the employees of Jordan Telecom 
Group over and above the specified requirement of their duties. 

1 I am assigned to perform a variety of tasks at one time.      
2 I have much work which I could not be complete during the official working hours.    
3 I cannot take the time to rest during working hours.      
4 Work overload affect my social life responsibilities.      
5 I use my maximum abilities to work to the degree at which has become tired because of it.   
6 Assigned to work on my energy to me work assigned to me is not suitable to my capabilities.   
7 I do not have adequate training to carry out the work overload required me to the fullest.  

    
Role Conflict: 

is a state of conflict and lack of harmony between two roles or more, which are expected be carried out by 
me. 

1 I feel that some of what I work is logical.      
2 I no encounter risks of exceeding my energy      
3 My way of doing work is different from what my colleagues do.     
4  I am asked to perform contradictory acts required by several heads in the section where I work.   
5  I am sometimes asked to do some work contrary to the work culture.    
6  I am assigned tasks outside the scope of my work at the expense of my official work time  

    
Role Ambiguity: 

is the lack of clarity of the role that is required from the employees which makes them unable to complete 
the work properly. 

1 The work tasks assigned to me are not clear.      
2 Regulations are not clear.      
3 I do not enjoy sufficient powers to carry out the responsibilities incumbent upon me.    
4 I do not see that there is a relationship between the work I do and achieving the fundamental objectives 

of the company that I work for. 
      

The Physical Conditions of Work: 
working conditions related to buildings and accessories and working environment those lead to the 

individual's sense of comfort or discomfort of working in Jordan Telecom Group. 
1 If I am moved to another the section I will perform my work more efficiently.    
2 Modern technology at work is available.      
3 The company asks for work harder than what was in the company's offer.    
4 My office site commensurate with the job that I do.      
5 The distances between the sections of the company help get the job done quickly    
6 The company provides conditions to make achieved all feel at ease at work.   

  
The Dependent Variable: 

job performance is the level of the tasks achieved and the ability of workers to complete the required tasks 
in an optimal way. The dimensions of the variable are (job commitment, job loyalty, Functions' 
Accomplishment, job discipline) 
 
Career Commitment: 

is the level of a factor in the Jordan Telecom Group tasks and responsibilities required making the 
individual lead these tasks effectively and efficiently. 

1 I do extra effort in order to assist the company in achieving the goals     
2 I have a willingness to do any additional tasks are assigned to me.     
3 I feel that my goals are compatible with my company goals.     
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4 My company encourages me to show that I have a maximum completion of tasks.    
5 At this time, the company is staying need, not wanting to stay?     
6 My work in this company is the best business opportunity offered to me.    
7 I feel it is my duty to do my best to achieve the company's goals.    

  
Job Loyalty: 

is the love of work, loyalty, and sincerity in accomplishing work. it is reflected in the results that Jordan 
Telecom Group, has achieved 

1 I am satisfied with the salary that I make from my company.     
2 I maintain all company property in good condition.      
3 I do a lot of effort in order to raise the company's reputation and fame.     
4 I feel proud because I work in this company      
5 I will not leave my job in this company even if I get a good opportunity in another company.   
6 My work in the company exceeds the material value that I get     
7 I feel as belonging to the company and I make sure that my it is like my home.   

   
Completion of Tasks: 

It is the implementation of the tasks and responsibilities required with quality equal or superior to the 
minimum acceptable in addition to optimum delivery time. 

1 I complete the tasks assigned to me on time.      
2 I complete tasks perfectly.      
3 My chairman assigns tasks to employees justly.      
4 The work assigned to me commensurate with me academic qualifications.    
5  The follow up of the tasks is done by a specialized department.     
6 There is cooperation with the team to accomplish the required tasks    

  
Career Discipline: 

Compliance if the internal rules enjoyed by the employee in the Jordan Telecom Group, which 
accomplishes the work well and leads to the completion of business efficiency. 

1 I stick to the instructions and implementation them completely.     
2 I reach for my, place of work in time.      
3 I leave my place of work in time for the end of work time.     
4 I had a lot of times to be late at work to complete the work assigned to me.    
5 I compiling with all ethics of the profession recognized in my field.     
6 There is commitment to rules of the job.       
7 I apply for a leave case of emergency only      


