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Abstract 

Stress problems are intense in Gaza Strip in general and specially in the construction 

industry.  Construction is a competitive, ever-changing, and challenging industry. Therefore, 

the majority of construction professionals suffer from stress. This study aims to explore the 

stressors, stress levels, performance, and coping behaviors relationship among construction 

professionals including project managers, architects, field and office engineers, designers, 

and other professionals within the contractor organizations in Gaza Strip. This can be 

obtained by achieving the following objectives. First, identifying and ranking the key stress 

factors (stressors). Second, assessing the stress levels encountered. Third, determining the 

impact of stress on working performance. Finally, identifying and ranking the prevailing 

coping strategies applied to overcome these stresses. To fulfill these objectives, research was 

carried in three stages: literature review, questionnaire survey and personal interviews. A 

total number of 183 questionnaires have been completed. Personal interviews with 12 

interviewees have been made to obtain more in-depth and valuable information. 

Quantitative data analysis methods, including factor analysis, reliability test, and Pearson 

correlation analyses were applied by SPSS 20. Based on the results, personal stressor 

(personality-home-work conflict), task stressors (work overload), organizational stressors 

(poor organizational structure, poor organizational policies, treatment, and rewards, and lack 

of autonomy), coping behavior (plan-full problem solving, positive reappraisal, social support 

seeking, accepting of responsibility, escapism, denial,  and emotional discharge) and impact 

on performance (task performance, personal performance and organizational performance) 

were identified. An inclusive stressors-stresses-performances framework was further 

developed. 

Pearson correlation analysis showed that there were significant correlation between most 

of the stressors and each of objective stress level, subjective stress level, and coping behavior 

strategies. There was a significant relationship between stressors and stress (subjective and 

objective) but there was no significant relationship between stressors and coping behavior 

strategies. Finally, recommendations were made for construction organizations and 

individuals respectively in order to alleviate the high stress levels of construction 

professionals in Gaza Strip. This aims to manage the stress and optimize the performance. 
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 اىجحث ٍيخص

كما ٌعتبر قطاع .  بشكل خاص فً قطاع ؼزة بشكل عام و فً صناعة البناء والتشٌٌدكثٌفة وطاتمشاكل الضػتعتبر 

هذة  .التشٌٌد تنافسٌا و متجددا ولذلك، فإن الؽالبٌة العظمى من المهنٌٌن العاملٌن فً هذا المجال ٌعانون من اإلجهاد

الدراسة تسعى إلستعراض العالقة بٌن مصادر ومستوٌات الضؽط ومدى تأثٌرها على أداء العمل واإلستراتٌجٌات السائدة 

والمتبعة للتؽلب على هذه الضؽوط  بٌن المهنٌٌن العاملٌن فً مجال االنشاء بما فً ذلك مدٌري المشارٌع والمهندسٌن 

المعمارٌٌن، ومهندسً المواقع والمكاتب، والمصممٌن، وؼٌرهم من المهنٌٌن العاملٌن فً إطار شركات المقاوالت 

قٌاس مستوى , ثانٌا. تم تحدٌد المصادر الرئٌسٌة للضؽط, لكً ٌتم تحقٌق أهداؾ البحث ، أوال. المصنفة بقطاع ؼزة

التعرؾ على , وأخٌرا. قٌاس مدى تأثٌر هذه الضؽوطات على األداء الوظٌفً, ثالثا. االجهادات التً ٌتعرض لها المهنٌون

 . الطرق المتبعة للتخفٌؾ من حدة تأثٌر هذه الضؽوطات

 تالها بحث مٌدانً ، الصلةفً المواضٌع ذات  مراجعة الدراسات السابقة : أجرٌت هذه الدراسة على ثالثة مراحل

فً آخر مرحلة من الدراسة تم التحقق من دقة النتائج من خالل المقابالت  الدراسة و استبٌانجمع البٌانات من خالل ل

 استبانة مما ٌتوافق مع الحد األدنى 183 إلى شركات وصلت نسبة اإلستجابة  من المهنٌٌن العاملٌن فً هذه ال.الشخصٌة

 مقابلة مع بعض من المهنٌٌن فً مشارٌع مختلفة ومتفرقة على محافظات قطاع ؼزة  12أجرٌت . المطلوب للدراسة

 .للحصول على معلومات أكثردقة و تعمقا وقٌمة

تم تطبٌق األسالٌب الكمٌة فً تحلٌل البٌانات، بما فً ذلك تحلٌل العوامل، اختبارات الموثوقٌة، وتحلٌالت ارتباط 

واستنادا إلى النتائج، تم استنتاج أن السلوك الشخصى والتعارض والصراع بٌن العمل . .SPSS 20بٌرسون عن طرٌق 

كما أن ضؽط عبء العمل الزائد ٌعتبر العامل الوحٌد من , والمنزل ٌشكل السبب الوحٌد فً الضؽوطات الشخصٌة

أما بالنسبة للضؽوطات المتعلقة بالمؤسسة فقد تبٌن أن , ضؽوط المهام الذي ٌلعب دورا فً زٌادة الضؽط على المهنٌٌن

. سٌاسة المؤسسة والهٌكل التنظٌمً ونظام الحوافز ونقص التفوٌض فً السلطات تعتبر العوامل الرئٌسة المسببة للضؽط

كما أنه تبٌن أن المهنٌٌن فً قطاع ؼزة ٌستخدمون العدٌد من اإلستراتٌجٌات للتخفٌؾ من حدة وأثر هذه الضؽوط وتتمثل 

هذه اإلستراتٌجٌات فً التخطٌط الفعال وإعادة التقٌٌم اإلٌجابً للمشكلة،و طلب الدعم من الجهات المتخصصة والخبٌرة،  

كما أن الدراسة أوضحت أن الضؽوطات . و قبول المسؤولٌة، والهروب من الواقع وتجنب المشكلة ، والتفرٌػ العاطفً

بناء على النتائج السابقة تم تطوٌر . المختلفة تؤثر سلباً على كل من األداء الوظٌفً، واألداء الشخصً واألداء التنظٌمً

 .التأثٌر على األداء- استراتٌجٌات التعامل مع الضؽوط - الضؽوط - نموذج ٌوضح العالقة بٌن أسباب الضؽوطات 

 

أظهرت نتائج التحلٌل اإلحصائً أن هناك ارتباط كبٌر بٌن معظم مسببات الضؽوطات وكل من , اضافة الى ذللك

كما تبٌن أن هناك عالقة ذات داللة إحصائٌة بٌن الضؽوطات . مستوٌات اإلجهاد واستراتٌجٌات مواجهة الضؽوط

، ولكن ال توجد عالقة ذات داللة إحصائٌة بٌن الضؽوطات واستراتٌجٌات مواجهة (ذاتٌة وموضوعٌة)واإلجهاد 

أخٌراً، قدمت الدراسة توصٌات على صعٌد األفراد و المؤسسات من أجل تخفٌؾ مستوٌات التوتر بٌن . الضؽوطات

 .المهنٌٌن العاملٌن فً قطاع اإلنشاء بقطاع ؼزة و هذا وٌهدؾ إلدارة اإلجهاد وتحسٌن األداء
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Chapter 1: Introduction 

1.1 Background 

Although the economic situation of Gaza Strip has been recovering since the Israel 

closure in 2006, the big trend of construction firms to execute their business has increasing 

the competition of Gaza Strip construction professionals (GS-CPs). With the decreasing 

opportunities in Gaza strip, GS-CPs are supposed to perform well to maintain their values to 

the organizations, thus, the stress level of GS-CPs  would inevitably be increased. Besides, 

the construction industry has long been recognized as a stressful industry due to the task 

complexity, rapid rate, complicated interrelationships among different parties, poor working 

environment inherent to construction projects, comprehensive tasks, complicated processes 

and multi-stakeholders (e.g., project managers, architects, and quantity surveyors, structural 

engineers, civil engineers, etc.). Meanwhile each project is unique and involves a lot 

unpredicTable tasks, tight and urgent time frame, and complicated workgroup cooperation. 

Therefore, a great deal of stress is placed on various construction professionals. (Leung and 

Lam, 2004; Leung et al., 2005a, 2005b, 2006a, 2007a, 2007b, 2007c, 2008a, 2008b, 2008c; 

Loosemore and Waters, 2004; Haynes and Love, 2004). 

According to a study of the Chartered Institute of Building (CIOB, 2006), stress has 

become a general phenomenon for construction professionals in which 68% of the 

construction professionals had found themselves suffering from stress, anxiety or depression 

directly due to working in the construction industry. In addition, more than half of the 

construction professionals felt that the construction industry today is comparatively far more 

stressful than it was five years ago. These statistics, admittedly, show how extensive stress is 

in the construction industry nowadays (Wahab, 2010). 

Construction professionals (CPs) are constantly exposed to varying stressors in their 

working environment and are likely to experience a high level of job burnout. Burnout 

threatens the mental and physical health of individuals and hence decreases levels of job 

satisfaction and productivity. CPs  are subjected also to occupational demands that can have a 

negative effect on their psychological wellbeing which can have an adverse influence on 

individual and organizational performance (Yip and Rowlinson, 2006 ; Leung and Chan , 

2011a; Leung et al., 2010; Love et al.,  2010).   
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Stress is not always bad and it is not necessary to eliminate it (Turkington, 1998). 

Turkington (1998) stated that  “A world without any stress at all would be a pretty boring 

place”. Stress can also be the motivation for individuals to optimize their work performance 

“Dead lines confrontations, competions, all these challenges can add depth and color to our 

lives” (Turkington, 1998). The goal of stress management should not be to totally eliminate 

stress, but to learn how to manage and use it effectively (Greenberg, 2002).  However, 

excessive stress is definitely harmful and can lead to burnout . Unhealthy stress has a 

significant impact on individuals‟ psychological and physiological wellness, and more 

importantly, job performance, which directly influence the success of construction projects. 

Nevertheless, human beings, as the most intelligent organisms in the world, have their own 

ways to cope with stress, which is named by researchers as “coping behaviour” (Lazarus , 

1996; Leung et al., 2006a). Although coping may not certainly bring positive effects for 

individuals, it is a natural and important mechanism for human beings in the stress 

management process.  

The intimate relationships between stressors, stress, coping behavior and work 

performance of individuals varies from person to person, due to individuals‟ different work 

natures, work environment, development background and so on (Leung et al., 2002). Hence, 

this study aims to investigate different stresses on GSC-Ps, stress levels, their stress 

management process, their perception of stressors, and adoption of coping behavior-which 

might act as moderators when dealing with stressful situations at work among construction 

professionals in Gaza Strip. This knowledge is important for future research in deriving the 

most effective coping strategies to tackle job stress and hence reduce the threat of burnout. In 

addition it would be considered desirable for both the well-being of construction 

professionals and the overall performance of the industry.  

1.2 Problem statement / development of research rationale 

The construction industry has been characterized as a relatively high-stress working 

environment. (Loosemore and Waters, 2004). As stated by Wong  et al. (2010), the need to 

better understand and deal with workplace stress has major implications for the construction 

industry, especially on a project level, because of its potential to directly impact on site 

productivity and safety, and ultimately, the achievement of project objectives. 

(Muthuvelayutham and Mohanasundaram, 2010;  Haq et al., 2008). 

Apart from understanding the impacts of stress, it is also important to find out the root 

causes of stress. Due to the unique nature of the construction industry, it is worth examining 
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the causes that make them feel stressful. After identifying the causes of stress, different 

remedial measures may obtained to help the professionals to cope with the high stress levels. 

Extensive literature has focused on competitiveness at construction project, construction 

organization, construction industry, and national levels (Flanagan et al., 2007). However, 

there is rare study about the competitiveness of individual construction professionals. To 

achieve this aim, statistical results in the rapid development of the construction industry in 

Gaza strip were provided to support the importance of this study in Gaza Strip.  

Following the Israil Violence and the continued tight closures (in 2008 – 2012) on Gaza 

Strip, there are severe repercussions on the livelihoods, homes and infrastructure of thousands 

of Palestinians. According to the Palestinian Authority, 4,036 housing units were destroyed 

and a further 11,514 were partially damaged during the conflict. Government buildings, 

water, energy and communications infrastructure, educational establishments and hospitals 

all sustained significant damage (ILO, 2010). 

The construction sector was identified as one of the most promising sectors (ILO, 2010), 

representing 21 percent of national GDP and involving 30 percent of private workers prior to 

the crisis. Today, the construction industry employs only 11.4 % of the total labor force in 

Gaza (Palestinian Central Bureau of Statistics, 2010). Within the above context and due to 

continued closures, the local construction industry cannot cope with the reconstruction 

challenges. A situation which is further exacerbated by the expanding gap between labor 

demand and supply, in view of the shortage in appropriate skills to address the reconstruction 

efforts. 

Furthermore, there is a growing body of research literature on occupational stress among 

professionals and workers in the construction industry (CIOB, 2006; Leung, et al., 2007a; 

Lingard et al., 2006; Leung et al., 2008b; 2010). Interestingly, this body of contemporary 

literature has advanced our understanding on the causes of stress and how construction 

professionals in the West and Asia were coping with it. In particular, the review of literature 

shows that no research has examined stress factors among professionals construction industry 

in Palestine. 

1.3 Scope of study 

In order to achieve the objectives of this study, the scope of study only focused on the 

construction industry in Gaza Strip. The scopes of data collection in this study were limited to 

the following aspects:  
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 The construction companies such as contractors who involved in infrastructures 

and building areas.  

 The selected construction companies must have their own managerial staffs such 

as project managers or site manager as well as their subordinates such as site 

supervisors, architect, quantity surveyor or administration staff.  

 The selected construction companies are located in Gaza Strip due to the 

availability of good number of projects.  

Furthermore, the scope in literature review of this study focused on the aspects of stress 

and workplace stress, types of stress, sources of workplace stress, stress and workplace stress 

model, costs of workplace stress, stress prevention system, management competencies of 

managerial level in preventing and reducing stress and workplace stress within construction 

industry.  

1.4  Significance of the research 

According to a research of Loosemore and Waters (2004), there is accumulating evidence 

that stress levels among construction professionals are gradually increased from day to day.  

In addition, the managerial level of the construction organization as well as their subordinates 

also would experience stress due to increase of workload and the pressure (Heinsman, 2008).  

Only limited research has investigated the phenomenon among such professionals, these 

findings can serve as an important indicator to reflect the emotional status of this neglected 

group and draw immediate attention to this intangible factor from construction academics, 

professional institutes and practitioners. Furthermore, many studies related to work stress are 

conducted in other fields such as  managers  (Abu Al-Ola , 2009; Al. zinati, 2010),schools ( 

Abumustafa et al. ,2011;Jalud,2008 ), public sector-Banks (A  saqa , 2009), and universities 

(Musalm, 2007;Ammar, 2006). This study will cover the gape existing in the construction 

field. 

Therefore, this study is significant to assist the managerial level of construction 

organization to manage stress at construction site. Throughout this study, they can get clear 

understanding on management competency needed for preventing and reducing work-related 

stress at construction site.  This can be achieved by better understanding of the true extent of 

the work stress phenomenon and provide a foundation for designing effective organizational 

and institutional interventions to manage and control stress consequences, hence improve 

efficiency and performance of organizations or the industry as a whole. Furthermore, this 
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study can be used as the guideline for future development and the construction‟s managerial 

level to recognize stress and try to reduce it in order to create a healthy working environment. 

 Although there is still much work to be done in order to understand fully the nature, 

causes and consequences of work stress, this study will contribute significantly towards the 

achievement of this target. 

1.5 Research aim and objectives 

The research study aims to enhance and improve the stress management processes of 

Gaza Strip construction professionals GS-CPs. This in turn allows development of these 

companies. To achieve this aim, the study was conducted by both qualitative and quantitative 

methods, including literature review, large-scale questionnaire surveys, and with personal 

interviews. This could be maintained by finding out the roots of the stress problem, 

measuring the stress levels encountered, determining their effect on performance aspects, and 

investigating the prevailing coping strategies adopted by construction professionals to reduce 

the stress effect. This would be achieved by the following objectives: 

 Objective 1: Identify and rank stresses and key stress factors (stressors) among GS-CPs. 

 Objective 2: Examine the influence of stressors on stresses (stress level) 

 Objective 3: Explore the impact of stress and working performance in order to make 

recommendations for mitigating stress levels.  

 Objective 4: Identify and rank the coping behavior used by GS-CPs  

 Objective 5: Investigate the relationships between stressors, stresses (i.e. objective and 

subjective stresses), coping behavior, and performance.  

 Objective 6: Compare the results obtained with those of other studies conducted in 

developing and developed countries. 

 Objective 7: Develop an integrated Stressor – Stress – Coping Behavior – Performance 

framework. 

1.6 Hypotheses development 

1.6.1 Identification of stressors  

This part aims set the hypothesis related to objective 1 and 2. First, by identify the main 

stressors suffered by construction professionals in Gaza Strip. Moreover, measure to what 

extent these stresses affect them. 

(i) Personal stressors 
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Some people are more susceptible to stress, in which they are less capable of coping with 

the stress in certain provoking situations. However, some people do better at coping with 

stress (Leung  and Chan,  2011). This may be due to the different types of behaviors of 

individuals which lead to different reactions to stressors (Leung et al., 2007c, 2008b). 

Besides, many researchers have shown that home-work conflict may lead to stress (Leung et 

al., 2007a; Emslie et al., 2004; Lingard 2004; Lingard and Francis, 2005 ). Hypotheses were 

proposed to test the effect of personal stressors on the stress levels of construction 

professionals. On the other hand, it is widely accepted that poor relationships and distrust 

with colleagues, supervisors and subordinates, and the lack of support in implementation and 

mistrust amongst participants at work have significant relationships with stress-related 

problems (Leung et al., 2007b; 2007c; Ibem et al, 2011; Ng et al., 2005, Haq et al., 2008). 

Hypotheses were proposed to test the effect of interpersonal stressors on construction 

professionals‟ stress levels.  

H1a 

 

Personal behavior (type A behavior) has significant impacts on the stress of Gaza Strip 

construction professionals. 

H1b 

 

Home-work conflict has significant impacts on the stress of  Gaza Strip construction 

professionals 

H1c 

 

Poor relationships with others at work has significant impacts on the stress of Gaza 

Strip construction professionals. 

H1d 

 

Distrust between superiors, subordinates and colleagues has significant impacts on the 

stress of Gaza Strip construction professionals 

 

(ii) Task stressors 

It is obvious that different occupations have different natures of work, thus, different 

stress levels perceived by individuals. Therefore, the specific characteristics of construction 

projects may specifically lead to stress in construction professionals in various disciplines 

(Leung et al., 2005a, 2007a, 2008b, 2008c; Haynes and Love, 2004; Ng et al.,  2005; Wahab, 

2010; Leung and Chan, 2010; Ibem et al., 2011). Hypotheses were proposed to test the effect 

of task stressors on construction professionals‟ stress. 

H2a 

 

Work overload has significant impacts on the stress of Gaza Strip construction 

professionals. 

H2b 

 

Work under-load has significant impacts on the stress of Gaza Strip construction 

professionals. 
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H2c 

 

Role conflict has significant impacts on the stress of Gaza Strip construction 

professionals. 

H2d 

 

Role ambiguity has significant impacts on the stress of stress of Gaza Strip 

construction professionals. 

(iii)Physical stressors 

Many researchers have studied the fact that stress can be caused by poor working 

conditions around the individual either the work or the home environment  (Ibem et al,2011; 

Ng et al., 2005, Haq et al., 2008; Leung et al., 2005b, 2007a, 2008b, 2008c; Ng et al., 2005; 

Wahab, 2010). Different individuals have different tolerance levels to adverse conditions. 

Hypotheses were proposed to test the effects of physical stressors on construction 

professionals‟ stress. 

H3a 

 

Poor working environment has significant impacts on the stress of Gaza Strip 

construction professionals. 

H3b 

 

Poor home environment has significant impacts on the stress of   Gaza Strip 

construction professionals. 

(iv) Organizational stressors 

According to Andrews et al. (2009), the structure of an organization and communication 

between individuals have strong relationships with the level of stress in individuals, and has 

been proved to be related to burnout, job satisfaction, organization commitment and turnover 

of individuals. Besides, job autonomy was found to be related to depression and low self-

esteem and positively related to satisfaction (Leung et al., 2007b, 2007c, 2008). Hypotheses 

were proposed to test the effects of organizational stressors on construction professionals‟ 

stress. 

H4a 

 

Poor organizational structure has significant impacts on the stress of Gaza Strip 

construction professionals. 

H4b 

 

Lack of autonomy has significant impacts on the stress of Gaza Strip construction 

professionals. 

H4c 

 

Unfair Reward & Treatment has significant impacts on the stress of Gaza Strip 

construction professionals. 

H4d 
Lack of Feedback has significant impacts on the stress of Gaza Strip construction 

professionals. 



Chapter 1  Introduction 

8  

 

1.6.2 The impact of stresses on performance  

Based on the extensive literature review, the performance indicators of CPs mainly 

involve task performance, interpersonal performance, and organizational performance. On the 

other hand according to the psychologists Yerkes & Dodson (in Leung et al., 2008a), the 

relationship between stress and performance can be represented by an inverted U-shaped 

performance curve, which means that the level of performance is the lowest at both extremely 

low and high levels of stress (Leung et al., 2005b, 2008a; Djebarni ,1996). However, 

according to Leung et al., (2008a), the relationship between stress and performance is 

negatively linear for difficult tasks. Increases in stresses also lead to increase of performance 

uniformly. Therefore, relationships between stress and performance were hypothesized in this 

study to satisfy objective 3. 

H5a 

 

Stresses have significant impacts on the personal performances of Gaza Strip 

construction professionals. 

H5b 

 

Stresses have significant impacts on the task performance of Gaza Strip construction 

professionals. 

H5c 

 

Stresses have significant impacts on the organizational performance of Gaza Strip 

construction professionals. 

1.6.3 Coping behaviors and their impact on stress performance  

The effect of problem-focused and emotion-focused coping behavior as the mediator of 

stress-performances relationships has long been recognized (Leung et al., 2003, 2006a; 

Haynes and Love, 2004; Schafer, 2000). However, not all coping behavior has a positive 

impact on the stress and performance relationships of individuals, as researchers have often 

found negative impact of emotion-focused coping behavior on individuals (Leung et al., 

2006; 2012). Hypotheses are proposed to test the impacts of various coping behavior on the 

stress and performance relationships. This will help to achieve objective 4 and objective 5.  

H6a 

 

The adoption of problem-focused coping behavior has a significant effect on the 

stress-performance relationship of  Gaza Strip construction professionals. 

H6b 

 

The adoption of emotion-focused coping behavior has a significant effect on the stress 

performance relationship of Gaza Strip construction professionals. 
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1.7 Brief research methodology 

To fulfill research objectives the following tasks were executed: 

 The problem was defined and supported by developing the research theme that included 

the general aim, objectives, and hypothesis.   

 Intensive literature review was conducted to review the previous studies made in this field 

in developing and developed countries. As a result, a group of key stress factors, stress 

level measurement scales, consequences of stress on performance and adopted coping 

strategies were defined to help in first questioner building. A conceptual frame work was 

proposed in this stage. 

 Based on the extensive literature reviews, a questionnaire surveys was designed. The data 

about the stresses, sources of stress (stressors), coping behaviors, stress level, and 

working performance were summarized. 

 A pilot study was conducted to investigate the strength and weakness points in the 

questionnaire, to make necessary changes, and to insure valuable feedback. 

 The main survey was conducted by distributing the refined questionnaire. Field 

investigation was conducted at construction firms in Gaza Strip. Several types of projects 

were considered including roads, sewage networks, schools, housing, maintenance, public 

building and governmental building. 

  In order to obtain further and more in-depth information about the effect of stress on their 

working performance, personal interviews were conducted to find out some reasons that 

have not been recognized. 

 Quantitative and qualitative data analysis methods, including statistical analysis: factor 

analysis, reliability test, and Pearson correlation analyses will be conducted using (SPSS). 

 Findings were concluded and recommendations were suggested.  

1.8 Contents of the thesis / structure of the research 

This research report was organized into the following  five chapters: 

Chapter 1:  Introduction 

Chapter 1 provides the general introduction of this study, in which the background, 

problem statement, aim and objectives of study, scope of the study, significance of the study, 

conceptual framework, hypothesis development, methodology of study, and structure of the 

research are briefly described. 
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Chapter 2:  Literature review 

Chapter 2 discusses the trend and roles of GS-CPs., their stressors, stresses, Stress 

consequences of different types of coping behavior and stress management approaches 

adopted. 

Chapter 3: Research methodology 

Chapter 3 included the detailed research methodology, questionnaire survey design, 

personal interviews schedule, and the various qualitative and quantitative analytical methods 

applied were simply described. 

 

Chapter 4: Results, analysis, and discussion 

In Chapter 4, the data analyses and results of the contextual data collected were shown, 

the findings from the large-scale questionnaire survey and the interviews were validated and 

a refined conceptual framework was developed 

Chapter 5:  Conclusion and recommendations 

In Chapter 5, the final framework results were also discussed and the conclusion of the 

whole research study were made. Then, recommendations in both the personal and 

organizational aspects were included 
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Chapter 2: Literature review  

2.1 Introduction 

Nowadays, the modern lifestyle is full of hassles, deadlines, and frustrations. All of these 

aspects impose high physical and emotional demands on human bodies and hence affect 

human lives (Ornelas, 2003). Consequently, stress is readily acknowledged to be a common 

feature of these modern lives (ILO, 2001). Stress are even more significant days  in the 

construction industry and stress levels among construction professionals are gradually increased 

from days to ( Leung et al., 2005b, 2007b, 2008a; Lingard et al. ,2006; Loosemore and 

Waters, 2004;Haynes et al., 2004; Ibem et al.,  2011; CIOB, 2006). 

Numerous research projects have proven the impact of stress on both the psychological 

and physiological health of individuals (Leung et al., 2005a, 2008a; Varhol, 2000; Sobeih et 

al., 2009). However, stress does not only affect individuals; it can also be a „real cost‟ for 

organizations(ILO, 2001; Eisen et al.,2008). According to the UK Health and Safety 

Executive (2011), 12.9 million working days are lost due to stress-related illnesses in the 

United Kingdom every year. This means that for every individual, an average of 24 working 

days are lost due to stress. The cost implication of work-related stress for employers is £381 

million per annum (Cousins et al., 2004). Another study found that for the company or 

organization, the costs of stress may take in many forms. These include absenteeism, higher 

medical costs and staff turnover, with the associated cost of recruiting and training new 

workers (ILO, 2001). According to Eisen et al. (2008), an estimated 90% of medical patients 

have stress symptoms; subsequent stress-related health care costs US industries $69 billion 

annually. Besides, direct medical costs of stress-related conditions are estimated to be 

between US $150 and US $300 billion annually. 

Over the past 20 years, it has been widely accepted that stress management plays an 

important role in the stressors-strain relationship (Leung et al., 2003; Leung et al., 2006a; Yip 

and Rowlinson, 2006; Leung et al., 2012). However, it is surprising that stress management 

research on GS-CPs is still found to be lacking. Thus, it is important to investigate what the 

various potential stressors (i.e., sources of stress) affecting GS-CPs are,  how these stressors 

lead them to stress , how stress manifests in them, how stress affects their performance, and 

what management competency for preventing and reducing stress at construction site have 
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been conducted in order to assist the managerial level of construction organization to manage 

stress at construction site. 

2.2 Ozccupational characteristics of the construction industry 

The dynamic and complex nature of construction works, diverse backgrounds and hostile 

attitudes of participants are believed to be contributing greatly to rapid changes taking place 

within the construction industry in general (Wong et al, 2010). As a result, professionals and 

indeed the work force in this sector operate in an extremely competitive environment where 

projects are designed, constructed and delivered within tight budgets and time frames. All 

these have combined to make construction work mentally and emotionally demanding and 

stressful (Wahab, 2010). 

 

The nature of the construction industry is inherently complex and demanding within its 

external and internal environment. While external competition among organizations leads to 

highly demanding working conditions, the internal environment of the construction industry 

is also very exhausting and stressful. Indeed, professionals often experience job stress from 

different sources within their organizations. This can be first illustrated by the dangerous 

nature of the industry (Lin and Mills, 2001; Wahab, 2010). Accidents in the construction 

industry (especially those involving fatalities) are likely to have a significant effect on 

professionals in terms of psychological threats to their own personal safety, responsibility for 

others and sometimes post-traumatic stress (Sobeih et al., 2009). On top of the dangerous 

working environment, the physical conditions of construction sites are also undesirable - 

dirty, noisy, dusty and untidy (Wahab, 2010) – and this adds weight to the proposition that 

the overall working environment of construction professionals is likely to be stressful 

(Djebarni, 1996; Wahab, 2010; Sang et al., 2004). 

 

Yip and Rowlinson (2006) pointed out that construction professionals are often required 

to work under high pressure for long and sometimes irregular hours, including frequent travel 

to and from sites, often resulting in a stressful work situation. This is emphasized by Lingard 

(2003: 69) “Construction professionals experience considerable time-related work pressures 

from abnormally long hours and significant amounts of regular unpaid over-time”, and „such 

excessive workloads were claimed to increase health-related problems highlighted by 

continual tiredness and stress-related disorders‟. Further, Djebarni (1996) viewed role 
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overload as a job characteristic leading to stress on the effective leadership of construction 

professionals. 

2.3 Stresses on construction professionals  

As the aim of current study targets the identification of stresses suffered by Gaza Strip 

construction professionals GS-CPs, it is important before exploring the impact of stress on 

the construction industry to define stress in general, the types of stresses, and level of stress 

measurements.  

2.3.1 Definition of stress 

Stress is difficult to be defined precisely. The concept of stress was first introduced by 

Selye Hans in 1936 (cited in Muthuvelayutham and Mohanasundaram, 2012). He stated that 

it was derived from the Latin word „stringere‟; it meant the experience of physical hardship, 

starvation, torture and pain. 

In modern life, the word “stress” has many connotations and definitions based on various 

perspectives of human conditions. The Health and Safety Executive defined work related 

stress as "the adverse reaction people have to excessive pressure or other types of demand 

placed on them" (CIOB, 2006:1).  According to Lazarus (1996), stress can be defined as a 

state of anxiety produced when events and responsibilities exceed one‟s coping abilities. 

Selye (cited in Muthuvelayutham, and Mohanasundaram, 2012) defined stress as the 

nonspecific response of the body to any demand places upon it to adopt, whether that demand 

produces pleasure or pain. Furthermore, in society today, people as stated by Cox (cited in 

Leung et al., 2008a) often regarded it as a subjective feeling of individuals in which work or life 

demands exceed a person‟s belief in their own capacity to cope.  

Among the various definitions, it was obvious that stress is most widely defined as the 

deviation between individuals‟ expected and actual ability to deal with a task (Leung et al., 

2005b, 2006a, 2007a, 2007b, 2007c, 2008a, 2008b, 2008c). This definition was the selected 

to be the adopted definition by this study. However, the definition of stress deviates from 

researcher to researcher. Various definitions of stress are shown in Table 2.1 

With regard to Table 2.1, stress can generally be defined in two aspects: subjective stress, 

and objective stress. In order to allow a comprehensive investigation, these two generally 

delineated types of stress were included in this study. It is speculated that different types of 

stress have different impacts on individuals‟ performance. 



Chapter 2  Literature review 

14  

 

Table 2.1: Summary of stress definitions 

Author(s) Stress definitions Nature  

Leung et al. 

(2005b, 2006a, 

2007a,  b,  c, 

2008a,  b, c) 

Stress is the deviation between individuals‟ expected and actual ability 

to deal with a task. 

Objective  

Cox (1993) 

(cited in Leung 

et al., 2008a) 

Stress is also adopted as a byproduct of demands made on an 

individual when he or she feels unable to adequately cope. 

Objective  

Selye (1974) 

Cited in Ibem et 

al.(2011) 

Stress is widely accepted to be a non-specific bodily reaction to 

something out there, which may be either stimulating and pleasant or 

noxious and stressful. 

Subjective  

Schlebusch 

(2004) 

Stress is defined as a multifaceted construct encompassing a person‟s 

physical, psychological, and behavioral responses when seeking to 

adapt or to adjust, or both, to internal or external pressures, or both, or 

demands associated with change and its perception. 

Subjective  

 

Richardson & 

Rothstein 

(2008) 

Stress is a condition in which job-related factors affect employees to 

the extent that their psychological state deviates from normal 

functioning. 

Objective  

European 

Commission 

(2002), 

stress consists of a pattern of “stone-age“ reactions preparing the 

human organism for fight or flight, i.e., for physical activity, in 

response to stressors, i.e., demands and influences that tax the 

organism‟s adaptation  capacity   

Subjective  

 

HSE (2007) The adverse reaction people have to excessive pressure or other types 

of demand placed on them 

Subjective  

Lazarus and 

Folkman (cited 

in Aitkenand 

Crawford 

(2007) 

A relationship between the person and the environment that is 

appraised by the person as taxing or exceeding his or her resources and 

endangering his or her well-being. 

Subjective  

NIOSH 

(1999) 

Job stress can be defined as the harmful physical and emotional 

responses that occur when the requirements of the job do not match 

the capabilities, resources, or needs of the worker. Job stress can lead 

to poor health and even injury. 

Objective   
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2.3.2 Types of stress 

It is common for people that stress to refer to individuals‟ subjective feelings, which 

depend very much on one‟s perceptions. However, this conception does not show a complete 

picture of the stress of individuals (Leung et al., 2008c). Stress is the general concept 

describing a „load‟ on the system. This includes external and internal factors. External factors 

are considered to cause the objective stress (OS) occurring as a result of events experienced 

while subjective stress (SS) is seen as resulting from internal factors as a result of events 

experienced (Leung et al., 2007b, Leung et al., 2008c ). Therefore, two types of stress were 

defined in this study: subjective stress and objective stress.  

2.3.2.1 Subjective stress  

Subjective stress (SS) refers to the stress that is perceived by individuals through their 

subjective judgments. SS, on the other hand, is mainly measured by the degree of satisfaction 

with the environment, including feelings of happiness or depression, and the degree of 

confidence in an organization (Leung 2004; Leung et al. 2005a, b; 2007b). 

There are generally two types of subjective stress: burnout and physiological stress. 

(i) Burnout  

Burnout has long been recognized as a key issue in the construction industry (Leung et al. 

2005b; 2008a; Lingard et al., 2006). Burnout refers to “A state of emotional and mental 

exhaustion caused by long-term chronic, emotional, and interpersonal stress while carrying 

out a role” (Leiter et al., 2001:550). It is also defined in other words by Lingard  (2003) as a 

state of physical, emotional and mental exhaustion caused by long-term involvement in 

emotionally demanding situations .On the other hand Greenberg (2002:285), defined burnout 

with “ An adverse stress reaction to work with psychological, psycho physiological, and 

behavioral components”. Generally, as stated by Greenberg (2002:285), symptoms of 

burnout include the following: 

1. Diminished sense of humor 

2.  Skipping rest and food breaks 

3. Increased overtime and no vacation 

4. Increased physical complaints 

5. Social withdrawal 

6. Changed job performance 

7. Self-medication 

8. Internal change  (loss of self esteem, depression, frustration …ets) 
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(ii) Physiological Stress  

Physiological stress can actually be subjective or objective, depending on the method of 

measurement. In this study, subjective physiological stress (i.e. individual‟s self-perceived 

physiological stress symptoms) was of concern. Stress can affect human beings 

physiologically (Greenberg, 2002). When the body is exposed to a certain stressful situation, 

hormones are released from the brain in order to support the other parts of the body against 

the changes or stressful circumstances. The body then tries to overcome stress by 

physiological adjustments. After sometime, these adjustments can revert back to normal if the 

body is no longer affected by any stressors. 

C-Ps, whose role requires not only cognition and creativity, but also large physical 

consumption for site supervision and frequent site meetings, suffer more directly from 

physiological stress when compared with managers in other industries. Physiological stress 

gradually appears in the form of headaches, back pain, appetite loss, etc. (Leung et al., 2008a; 

Mellner et al., 2005).  

2.3.2.2 Objective stress 

Objective stress (OS) refers to the evaluation of threat resulting from cognitive factors. 

OS mainly focuses on the evaluation of the events happening around the person concerned 

(Leung et al., 2007b).  It depends on individuals‟ perception of his or her ability to fulfill the 

task with a certain amount of difficulties or challenges that one‟s job involves ( Leung, 2004; 

Leung et al., 2003; Leung et al., 2005a, 2005b, 2006a, 2007a, 2007b, 2007c, 2008a, 2008b, 

2008c). Hence, objective stress is induced due to the deviation between individuals‟ expected 

ability and the actual ability to deal effectively with tasks (Leung et al., 2005a, 2005b). In real 

situations, there are a lot cognitive factors affecting construction professionals‟ objective 

stress, such as the number of project deadlines, the number of tasks (e.g. numerous meetings, 

frequent documentary submissions, site visits, considerable phone calls, etc.) and difficult 

jobs (e.g. complicated decision-making, multi-task programs, various resources allocation, 

etc.)  (Haynes and Love, 2004;  Leung et al., 2007b). 

2.3.3 Stress level measurement 

Refer to previous literature; the level of stress can be measured using many scales. These 

scales are divided into two main categories according to stress type as mentioned before.  The 

different scales used in this study were discussed below. 
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2.3.3.1 The subjective measurement of stress level 

The subjective stress level of the individuals is measured by statements of the burnout 

level and physiological stress (Leung et al., 2008a, 2008c). Maslach and Jason (cited in 

Hastings et al., 2004), together with some of the other initial researchers in the field of 

burnout, recognized the need for a standardized measurement scale for an individual‟s 

experience of burnout and hence developed the Maslach Burnout Inventory (MBI). This 

original version of the MBI was designed for professionals in human services, namely the 

MBI-Human Services Survey. It consists of 22 items that measure burnout in three sub-

scales, namely emotional exhaustion, depersonalization and personal accomplishment 

(Hastings et al., 2004). Different studies reduced these items to match construction 

environment (Leung et al., 2008a, 2008c). In this study, the modified scale with reduced 

items was adopted. 

 2.3.3.2 The objective measurement of stress level 

In establishing the level of objective stress, measurement of the deviations between the 

expectation and actual abilities of people in handling their stressors were made. Stress would 

become apparent when the actual abilities were lower than what would have been expected. 

To compare the abilities in handling stress, the respondents were asked to rate their actual 

abilities and expectations of selected stressors based on a seven-point Likert scale ranging 

from 1 (no impact) to 5 (a great deal of impact). The overall level of stress was derived by the 

sum of all differences between expectation and the actual ability (Leung et al., 2005b). 

One of the most popular scales used in measuring the objective stress level is the Rust 

Out / Burn Out scale (RO-BO). This scale reflects both quantitative (number of assignments) 

and qualitative (difficulty of assignments) dimensions of workload on an individual (Leung et 

al., 2007a). The stress level of the individual was measured objectively by obtaining the 

deviation between one‟s expected abilities and actual abilities based on 8 statements (Leung 

et al. 2005a, 2005b, 2007a, 2007b,   2008, 2008a, 2008b, 2008c, 2010). (refer to Appendix II  

for detailed list) 

 The meaning of Rust Out /Burn Out was defined by (Gmelch, 1994 in Leung et al., 

2007a, 2008a; Lingard 2003). It indicates that too much stress (over-stress) can result in 

„burn-out‟, too little stress („under-stress‟) can also affect the performance. It means that 

performance will not reach an optimum level if individuals are under- or over-stressed see 

Figure 2.1 (Leung et al., 2007a, 2008a).  
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Figure 2.1: Rust Out – Burn Out Scale    

 (Source: Gmelch, 1994 cited in Leung et al., 2007a, 2008a) 

2.3.4 Stress level measurements of construction professionals in the previous studies   

Based on the above stress scales, the objective stress and subjective stress (physiological 

and burnout) levels of construction professionals were measured in many studies. Bowen et 

al. (2013) used an online survey to investigate the nature and extent of workplace stress 

experienced by professionals in a developing country (South Africa).  He compared the work 

stress experiences of occupants of different professional roles. The results indicated that most 

respondents experience high levels of stress at work. Architects were the most professionals 

that experienced stress followed by engineers, quantity surveyors, and project- construction 

managers. The study indicated also that female, were more than male professionals feel 

stressed. However, another study carried out by Leung et al. (2006a) used similar surveys on 

construction estimators of Hong Kong showed accepTable level of stress. 

On Leung and Chen (2011a) study, stress scales were included in the questionnaire 

survey to measure the stress level (job, physiological, and burnout) of construction project 

managers. Job stress was measured on the basis of obtaining the differences between an 

individual‟s actual and expected abilities. Maslach Burnout Inventory (MBI) scale for the 

burnout was adopted. Based on the above stress scales, the results showed that the 

respondents were in average encountering low level of job stress but physiological stress and 

burnout levels were below half of the scale range in average. lingard (2003) and Leung et al. 

(2006a) have also adopted the same scales in their surveys in other countries. In contrast to 

Leung and Chen (2011a) study, the study of lingard (2003) sought to explore the relevance of 

the burnout phenomenon in the Australian construction industry used the same burnout scale, 
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and the Maslach Burnout Inventory (MBI). The results of the study showed that burnout 

cannot be attributed to a single cause but occurs because of a complex interaction of 

individual characteristics and issues in the work environment 

Leung et al. (2007b) in their study examined the relationships between objective stress 

(OS), subjective stress (OS), emotional exhaustion (EE) and stressors. The target group was 

construction estimators in Hong Kong and the used method was questionnaire survey. T-test, 

factor analysis, correlation analysis and linear regression analysis were applied .The results 

reflects that estimation personnel experience different levels of stress type, with OS level 

being the highest, followed by SS and then EE. The study revealed that the OS mainly derive 

from „workload‟, „lack of autonomy‟ and „feedback‟, while „conflict‟, „feedback‟, „work-

family conflict‟, „lack of autonomy‟, „unfair reward and reward and treatment‟ and „distrust‟ 

also lead to SS and EE. 

2.4 Stressors of construction professionals  

 “Stress is the attribute of the combination of stressor and stress reactivity. Without both 

of these, there is no stress” (Greenberg, 2002). Therefore, a stressor is one of the essential 

components of stress, which has the potential of eliciting a stress reaction. The term, stressor, 

was used to designate the stimuli generated on the job having negative consequences, 

physical or psychological, for significant proportions of people exposed to them. It is a 

stressful event or a stressful condition that produces in the individual a psychological or 

physical reaction that usually is unpleasant and sometimes causes symptoms of emotional or 

physical disability. Stressors can generally be divided into four major categories which are 

task, personal, physical, and organizational (Leung et al., 2005a; 2005b; 2007a; 2008b; 2011; 

2008c). 

2.4.1 Task stressors 

Task stressors refer to sources of stress intrinsic to the nature of one‟s job. Stress can be 

caused by too much or too little work, time pressure and deadlines, having too many 

decisions to make (Ibem et al., 2011), fatigue from the physical strains of the work 

environment, excessive travel, long hours, having to cope with changes at work and the 

expenses (monetary and career) of making mistakes (Ng et al.,  2005; Wahab, 2010).  Task 

stressors usually refer to work load and role stressors in the daily work (Leung et al., 2008c; 

Leung and Chan, 2010) 
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2.4.1.1 Work load  

According to the literature review, the first category of work stress was workload. The 

proposed Figure 2.2 was diagrammatically explained the different categories of workload 

stressor. 

 

Figure 2.2: Workload and work place as a category of stress 

 (i) Work overload 

Work overload occurs when there are discrepancies between job demands and an 

individual‟s ability to cope (Leung et al., 2005a; 2008c). In fact, work overload is common 

among construction professionals (CIOB, 2006; Djebarni, 1996; Leung et al., 2005a; 2008c). One 

can imagine the feeling of having too much to do in too little time. It is agreed that overload 

is significantly related to a number of symptoms and indicators of stress: escapist, 

absenteeism from work, low motivation to work, lower self-esteem and an absence of 

suggestions to employers (Ibem, 2011). According to Gmelch (cited in Leung et al., 2008), 

overload can be differentiated in terms of quantitative and qualitative natures.  

Quantitative overload refers to “having too much to do”, while qualitative overload 

means work that is “too difficult“. This occurs when an individual encounters difficulties in 

completing an assignment within a limited period of time (Selmer and Fenner, 2009). Qualitative 

work overload refers to an individual‟s perception of not having adequate skills or knowledge 

to deal with difficult tasks (Ahuja and Thatcher, 2005). This occurs when individuals 

perceive a lack of skills or ability to complete assigned work tasks (Ahuja and Thatcher, 

2005; Selmer and Fenner, 2009). Qualitative overload is particularly relevant to project 

managers. It refers to the managerial inability to deal with their tasks (Ahuja and Thatcher, 

2005).  

Generally, both qualitative and quantitative overload produce at least ten different 

symptoms of psychological and physical strain, which are job dissatisfaction, job tension, 

Work load

Overload

Quantitative overload Qalitative overload

Underload

Quantitative underload Qalitative underload
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lower self-esteem, threat embarrassment, high cholesterol levels, increased heart rate, skin 

resistance, smoking, drug abuse and so on (Nasurdin et al., 2005). Previous studies have 

indicated the significant impacts of work overload on both the objective and subjective stress 

of construction professionals (Leung et al., 2005a; 2008c) 

(ii) Work Under load 

Although excessive workload leads to negative impacts on individuals, it doesn‟t mean 

that the complete absence of work pressure of any sort would create a psychologically 

comforTable state (Turkington, 1998). Work under-load represents the state when people find 

themselves in a position where the demands of their jobs are insufficient to make full use of 

their skills and abilities (Leung et al., 2005a, 2007a, 2007b, 2007c, 2008b). Similar to the 

nature of work overload, work under-load can be either quantitative or quantitative. 

Quantitative work under-load happens when individuals have insufficient work to do. It 

occurs when the tasks are too boring and repetitive, in which case, individuals have a feeling 

that their skills and abilities are not fully utilized (Leung et al., 2005a). 

2.4.1.2  Role stressors 

The second category is role-based stress, in which it can be illustrated in  the proposed 

diagram as follows- Figure 2.3: 

 

Figure 2.3: Role-based stresses as a category of stress 

 

Role ambiguity, role conflict and responsibility often referred to as role stressors, which are 

the most studied stressors in occupational stress research (Vijaya and Hemamalini, 2012; Idris 

et al., 2011). Role refers to “A set of behaviors which a person feels obligated to perform and 

which other people expect that person to perform” (Kelley, 1992). On the other hand, 

whether people understand their role within the organization and whether the organization 

ensures that the person does not have conflicting roles (Cousins et al., 2004). 

The basic notion behind role stressors is that most jobs have multiple task requirements and 

responsibilities or roles and that a job is likely to be particularly stressful if these role conflict 

Role stressors

Role ambiguity Role conflict Responsibility



Chapter 2  Literature review 

22  

 

with one another or is unclear (Nasurdin et al., 2005).  Stress may result if these patterns are 

changed (i.e., role in organization), are not clear (i.e. role ambiguity), and/or conflict with one 

another (i.e., role conflict) (Cousins et al., 2004). 

(i) Responsibility   

This source of stress is associated with individuals‟ roles at work. As characteristics of 

the demands and expectations that people have for each other in role conflict and role 

ambiguity are related, distinct components of role theory have been implicated in stress. A 

clear sense of one‟s role in an organization and a sense that one can “play their part” are 

important in minimizing stress. A variety of role-related stressors may arise for project 

managers who lack these feelings.  Role ambiguity, and conflict in role assignment and 

performance of task (Ng et al.,  2005 ; Wahab, 2010; Ibem et al.,2011; Cousins et al., 2004). 

(ii) Role ambiguity 

When the aspects of the job and workplace are unclear frustration and stress are likely to 

develop (Greenber, 2002). Dougherty & Pritchard (cited in Vijaya and Hemamalini, 2012) 

define role ambiguity as “uncertainty about the products to produce or their importance for 

the role and one‟s evaluation”. It simply reflects uncertainty about duties, authority, 

allocation of time and relationships with others (colleagues, project team members, suppliers, 

etc.), the clarity or existence of guides, directions and policies, and the ability to predict 

sanctions as outcomes of behavior. 

It is also found that role ambiguity is strongly related to low self-esteem, low job 

satisfaction, low job performances, high job-related tension, greater futility, lower self-

confidence and the job-related threat to one‟s mental and physical well-being and so on 

(Ismail and Teck-Hong, 2011; Leung et al., 2005a). Individuals should know the criteria for 

career advancement, the priorities of the organization and generally the expectation of them 

(Greenberg, 2002). 

(iii) Role conflict 

The impacts of role conflict on the stress of construction professionals have been proven 

by previous studies (Leung et al., 2005a, 2007a, 2007b, 2007c, 2008b; Ismail and Teck-

Hong, 2011). Role conflict can simply mean the dilemma of “damned if you do, damned if 

you don‟t do” (Greenberg, 2002:281). Role conflict occurs when there are multiple, and 

incompatible demands of roles carried by the employees (Ismail and Teck-Hong, 2011). In 

fact, role conflict is a significant source of stress for construction professionals who have to 
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carry the often multiple and incompatible roles in the dynamic and fast pace construction 

industry (Leung et al., 2005a, 2007a, 2007b, 2007c, 2008b; Ismail and Teck-Hong, 2011).  

2.4.2 Physical stressors 

Another sub-category is physical work condition. It simply means the poor environment 

around the individual either the work or the home environment of C-Ps.  This may include 

excessive noise, extremely high or low room temperatures, inappropriate lighting, a lack of 

privacy, ventilation, hygiene of the place where an individual works, physical setting of the 

workplace, and so on  (Ibem et al, 2011; Ng et al., 2005, Haq et al., 2008; Leung et al., 

2005b; Ng et al., 2005 ). The poorer the working conditions, the easier it will cause stress and 

affect the working performance of an individual. 

In the early studies of work stress, many psychologists focused on physical stressors and 

theirs effects on the experience of stress and subsequent strains. It was defined by NIOSH 

(1999) as “Unpleasant or dangerous physical conditions such as crowding, noise, air pollution, or 

ergonomic problems”. Unsafe physical condition also can be a potential source of work stress, 

especially when need to confronts the threat of injury (Wahab, 2010). Dangerous tasks or 

work settings, toxic chemicals, high noise levels, dust, overcooling, unpleasant odors, and 

other stressful factors can lead to illness or disease (Greenberg, 2003).  

Different individuals have different tolerance levels to adverse conditions. A substantial 

amount of the fixed and finite adaptation energy, which is possessed by each individual, is 

required for adapting these stressful conditions to feed the endocrine system (Turkinton, 

1998). However, some circumstances of work can create stress for most individuals. It is 

found that noise, poor lighting, too crowded seating plan and poor ventilation systems, were 

directly related to poor mental health (Leung et al., 2005a, 2007a, 2008b, 2008c). Unlike 

professionals in other industries, C-Ps are often required to work between head office and 

site. Therefore, it is not only the head office condition that has an impact on individuals, but 

also the site office design (Leung and Chan, 2010). 

Although it may be clear that physical and task stressors have negative effects on employee 

health, more recent research in work stress has focused on psychological stressors that may not be 

as intuitively linked to health outcomes. However, that one type of stressor (e.g., physical or task) 

is not made less important by the presence of another stressor. Thus, the effects of multiple 

stressors can be cumulative. 
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2.4.3 Personal stressors  

Personal stressors, which relate to an individual’s personal and/or interpersonal factors, 

are the antecedents of stress among C-Ps (Leung et al. 2007a, 2008a, ). It refers to the type of 

behavior of individuals, to interpersonal relationships, and to home-work conflict (Leung and 

Chan, 2010). 

2.4.3.1 Personal behavior 

Stressors induce different reactions for different people due to different personality. Some 

people are more character logically predisposed to stress; they are unable to cope with stress 

provoking situations. However, some people do better in coping with stressors than others; 

they adapt their behavior in a way that meets the environmental challenges (Leung  and Chan,  

2011). Individuals respond to external pressures, by adapting and adjusting in a variety of 

ways, dependent on their types of personal behavior patterns. According to Schafer (2000) 

and Friedman and Rosenman (cited in Leung  and Chan,  2011), there are 5 types of behavior 

patterns. The two most common types of behavior are Type A and Type B. Individuals with 

type A behavior are considered to be more impulsive, competitive, aggressive or hasty. They 

are time driven, live by timeTables and deadlines, are impatient, insecure of status, generally 

hostile and incapable of relaxing, which is opposite for those with Type B behavior who are 

more easy-going and placid. According to the previous studies, Type A people report more 

stress and stress-related illness than Type B people do (Leung et al., 2007c, 2008b, Sogaard 

et al. 2008; Leung  and Chan,  2011).  

2.4.3.2  Home-work conflict 

Due to the demanding nature of the construction work tasks, „home–work conflict‟, 

namely the interference caused by individuals‟ work to their interpersonal relationships with 

family and friends, has long been identified as one of the significant factors causing stress to 

construction professionals (Leung et al., 2007a). Home-work conflict happens when 

individuals fail to achieve „balance‟ between their work and home life (Leung et al., 2007a; 

Emslie et al., 2004). Home-work conflict happens in many ways: work interference with the 

marital relationships, work interference with leisure activities, work interference with the 

parenting role, work interference with home management, etc (Lingard, 2004; Lingard and 

Francis, 2005). 

Although home-work conflict is often perceived to be more significant among females 

than males, its impact on males is also significant that one cannot afford to overlook it 
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(Emslie et al., 2004). As the construction industry is an ever-dynamic and intense industry, it 

is often difficult for C-Ps to make a balance between their work and their family lives (e.g. 

demand on time, energy and commitment caused by families, friends, communities and other 

spheres of estimators‟ individual life) . 

2.4.3.3 Personal relationships stressors 

The interpersonal skills of C-Ps have been recognized as a prime key to achieving good 

performance. It is believed that the good relationships between members of a work group are 

a central factor in individual and organizational health (Ibem et al, 2011; Ng et al., 2005, Haq 

et al., 2008). In contrast, mistrust between superiors, subordinates and colleagues is positively 

related to high role ambiguity, which leads to inadequate communications between people 

and to psychological strain in the form of low job satisfaction and to a feeling of job-related 

threat to one‟s well-being (Leung et al., 2007b, 2007c). Moreover, according to the previous 

studies (Leung and Chan, 2010), Cultural values are predicted to have direct impacts on the 

stressors perceived by the individual construction professionals 

2.4.4 Organizational stressors 

Organizational stressors refer to the sources of stress coming from and within an 

organization itself including the organizational structure, and the degree of autonomy given 

to employees (Andrews et al., 2009; Leung et al., 2008c; Leung and Chan, 2010). 

2.4.4.1 Organizational structure 

It is believed that the size and structure of a company has a strong relationship with the 

level of stress suffered by individuals (Ibem et al, 2011; Ng et al., 2005, Haq et al., 2008). 

Organizational structures can cause stress in CPs (Leung et al., 2007b). According to 

Gmelch; James (cited in Leung and Chan, 2010), poor organizational structure covers the 

presence of bureaucracy and hierarchies within construction organizations. In addition, the 

complexity level of the rules and bureaucracy of an organization can induce conflict within it.  

 

According to previous research by Kasl  Rogers‟ (cited in Wong et al., 2010)  the size and 

structure of a company has a strong relationship with the level of stress suffered by 

individual. Furthermore, organizational structure is the primary perceived stressor for the 

majority. It was also discovered that both bureaucracies and the lack of power associated with 

an individual would aggravate stress. Besides, it was also found that individuals who work in 

more politicized environments engage in more neglectful behavior, reduced levels of task, 
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poorer work attitude, lower job satisfaction and commitment, greater intention to leave and so 

on (Vigoda, 2000). 

2.4.4.2 Job autonomy 

Jackson (cited in Leung and Chan, 2010) defined job autonomy as the freedom that 

individuals have over their behavior at work . It was found that job autonomy is negatively 

related to depression and low self-esteem and positively related to satisfaction (Leung et al., 

2007b, 2007c). Among these results, depression, low self-esteem and dissatisfaction were all 

found to be positively related to stress. Hence, lack of job autonomy could directly lead to 

stress among CPs (Leung et al., 2008). Besides, tyrannical bosses, who often supervise their 

subordinates closely and leave less autonomy to them, are the most frequently mentioned 

source of stress (Djebarni, 1996). Individual‟s superior is one of the most frequently 

mentioned sources of stress and it is also considered to be the most salient factor of stress. 

2.4.5 Stressors of construction professionals in the previous studies  

As shown above, the types of stressors are very diverse. However, stress is a subjective 

variable in that the perception of it deviates from individual to individual according to their 

personal background, culture and/or work nature (Sang et al., 2004). Therefore, research has 

been done on exploring the stressors affecting specifically construction professionals. 

Haynes and Love  (2004) used questionnaire survey to identify the stressors among  

project managers from contracting organizations. The results showed that workload was the 

highest ranking stressor followed by working long hours, and the third was the conflict 

between family and work. Another study invistigated the stressors–stress relationships of 

general construction project manager in Hong Kong, a questionnaire was designed and 

disseminated by Leung et al. (2008c). The stressor–stress model was established using a 

structural equation model based on the results of the correlation analysis, whereas the 

stressors were formed by factor analysis. Based on the results Four critical stressors were 

found to have significant impact on both the subjective and the objective stresses, including 

work overload, poor interpersonal relationships, poor work environment, and poor non-work 

environment. 

Leung et al. (2005a) research identified the main causes of the stress endured by cost 

estimators by a survey of construction cost estimators in Hong Kong. Using correlation 

analysis, regression analysis and structural equation modeling, the relationships amongst the 

stressors (stress factors) and stress are examined and a causal structural model is developed. 
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The results indicate work overload, role conflict, job ambiguity, and working environment to 

be the critical stressors involved, with work under-load and distrust being the stressors being 

indirectly influencing factors. Leung et al. (2007a) made their research also on construction 

estimators by questionnaire survey. They aimed to identify the stressors in the estimation 

process, investigate the impact of stressors on the Job-Demand stress, and analyze the 

Interrelationship between different stressors of the construction estimators. Using factor 

analysis there were six main stressors defined (Personal behavior, social support, role 

conflict, poor environment, work under-load, distrust, and home-work conflict). The 

regression analysis found that Job-Demand stressors have a significant effect on qualitative 

Job-Demand stress and indirectly affect the quantitative stress of estimators. In addition, there 

is a significant relationship between quantitative and qualitative stress levels. 

Leung et al. (2008b) study investigated the causal relationships between the stressors and 

stress of clients‟ and contractors‟ cost engineers in Hong Kong .The data used in this study 

were collected using questionnaire survey and two stressor–stress integrated models were 

developed.  Two variables were examined in the study (the stress and the stressors). To assess 

the respondents‟ levels of stress, the RO–BO scale.  The results reveal that three hypothetical 

stressors (role conflict, work under-load, and poor environment which is similar to Leung et 

al. (2007a) influence the stress of both the clients‟ and the contractors‟ cost engineers 

positively. It was found that type A behavior is negatively related to stress. On the other 

hand, the results also indicate that social support is the only stressor that influences the stress 

of both the clients‟ and the contractors‟ cost engineers negatively. 

In recent study, Leung and Chan (2011) used standardized focus groups to explore and 

identify the various types of expatriate stressors that cause Honk Kong expatriate 

construction professionals stress. The results divided into four main categories: interpersonal 

stressors (personal traits, work traits of the locals, lack of language fluency, poor workgroup 

relationships, and home-work conflict) , task stressors(qualitative and quantitative work 

overload, role ambiguity, and role conflict), organization stressors(formalization, 

centralization, complexity, and organizational supports), and physical stressors(living 

standards, crowded transportation, and the pay differentials). Based on the stressors identified 

and a comparison of these with the stressors of other researches, a stressors model was 

developed. 
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To investigate the complicated relationships between Chinese values and the stressors of 

construction professionals in Hong Kong, Leung and Chan (2010) designed there 

questionnaire survey to collect data concerning stressors of construction professionals. Three 

categories of stressors were included in the questionnaire survey, namely task stressors, 

organizational stressors, and personal stressors. Another study on construction professionals 

in Honk Kong is conducted by Ng et al. (2005).   His study aimed to identify the origins of 

stresses being experienced by management in terms of individual and situational factors, 

assess the manageability of stresses and its impact, and determining the relationship between 

different stresses and their associated effects by means of a questionnaire survey. It is shown 

that the most difficult stressors to manage are “bureaucracy”, “lack of opportunity to learn 

new skills”, “work-family conflicts” and “different view from superiors”. Also the patterns of 

stress manageability differ between clients, consultants and contractors.  

One of the most recent studies done by Ibem et al. (2011). He used the same survey to 

identify key stress factors among professionals in the building construction industry in 

Nigeria. Descriptive statistics were used to present the results and the findings showed that 

the principal sources of stress were high volume of work, uncomforTable site offices, lack of 

feedback, and variations in the scope of work. A summary of the stressors of various 

construction professionals unveiled in previous studies is shown in Table 2.2. 
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Distrust √  √               √  

Culture        √            

II) Task Stressors 

Work overload √    √ √ √ √   √ √ √   √  √ √ 

Work under load √ √ √ √      √         √ 

Role conflict & 

ambiguity 

√ √ √ √ √ √ √ √ √  √ √  √ 
   √  

III) Physical Stressors 

Poor work 

environment 

√ √  √ √ √     √ √   
   √ √ 

Poor home 

environment 

    √          
     

IV) Organization Stressors 

Lack of feedback   √    √  √          √ 

Lack of autonomy   √       √    √      

Unfair reward & 

treatment 

  √       √  √   
 √    

Org. structure & 

climate 

       √ √     √ 
    √ 

Note: QS- Quantity Surveyors; CM- Construction Managers; AR-Architect; EN-Engineer; CP-Other 

Construction professionals 

The previous studies unveiled the various stressors leading to stress in construction 

professionals, including quantity surveyors, project managers, site managers and the general 

construction professionals. The impacts and interactions between and among the stressors and 

stresses are not identical for different samples 

2.5 Stress consequences 

Work stress is known to impact negatively on productivity and job satisfaction among 

workers in different professions (Ng et al., 2005; Haq et al., 2008). The consequences of 
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occupational stress on job performance of individuals in various disciplines have been 

receiving increasing attention during the past two decades (Haq et al., 2008- for health 

workers; Lowe and Bennett, 2003 – for nurses, Pflanz and Ogle, 2006 – for military 

personnel; and Leung et al., 2005b, 2006a, 2008a – for construction professionals,  Ismail, 

and Teck-Hong, (2011)- for financial sector etc.). It is also believed to be a major contributor 

to absenteeism, low employee morale, poor performance-quality/quantity, low job 

involvement, a loss of responsibility and creativity, a lack of concern, high accident and 

turnover rates as well as increasing medical expenses of many organizations (Leung et al., 

2005b; Wahab, 2010; El-Kot, 2011). 

For most workers, job performance refers simply to task aspects, such as quality of work 

or productivity. However, the role of C-Ps requires them to be equipped with the skills 

required to achieve task quality and construction productivity and to excel at interpersonal 

relationships and organizational performance in the construction industry (Leung and Chan, 

2011a). Based on the extensive stress management literature of construction professionals, 

stress consequences can be categorized into three aspects, which are task performance, 

interpersonal performance, and organizational performance (Leung and Chan, 2011a; Leung 

et al., 2005b, 2006a, 2008a). 

2.5.1 Impacts of stress on task performance  

As mentioned by Leung et al. (2005a) people under stress often perform at higher levels, 

but if the stress continues and exhaustion sets in, it leads to a range of problems. Decline of 

job performance is one of the most obvious task consequences, when a person is under too 

much stress (Leung et al., 2005b, 2006a, 2008a, Leung and Chan, 2011a; Djebarni, 1996). 

There are three common criteria for measuring the task performance of C-Ps, which are the 

control of the duration, the cost and the quality of construction projects (Leung and Chan, 

2011a; Jang et al., 2003). In order to perform successfully in these three key areas, C-Ps must 

consider the control of the project duration and the effectiveness of the planned schedule 

(time, especially for the project managers), the ability to meet the requirements of clients or 

end-users (quality, especially for the engineers and the project managers), and the control of 

the project sum (cost, especially for the quantity surveyors). Stress definitely affects the task 

performance of C-Ps (Leung et al., 2005b, 2006a, 2008a; Haynes and Love, 2004), especially 

with the increasing demands, constraints and complexity in the industry. 
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The intimate relationship between stress and task performance has been confirmed for 

construction professionals (Leung et al., 2005b, 2006a, 2008a; Haynes and Love, 2004) 

respectively. For CPs, task performance has been referred to as making correct decisions, 

meeting client requirements, effective project schedule planning, and control of project 

duration (Leung et al., 2005b, 2008a). In fact, understanding and meeting the requirements of 

clients has also been found to be one of the determinants for the project performance (Leung 

et al., 2006). 

2.5.2 Impacts of stress on personal performance  

 Schuler, Whitfield, and Sommerville (in Leung et al., 2005b) divided the individual 

personal consequences of stress  into three categories: psychological, medical and behavioral. 

The psychological consequences of stress, which relate to an individual‟s mental health 

and well-being, may lead to family problems. Medical consequences resulting from too much 

stress, which affect a person‟s physical wellbeing, induce some common medical problems 

including headaches and stomach or other illnesses. Behavioral consequences are the 

responses that may harm the person under stress (Leung et al., 2005b). 

Construction projects often involve multi-stakeholders, such as the client, the design 

team, the consultants, contractors and sub-contractors. Communications and interactions 

between stakeholders directly influence the success of projects. However, stress not only 

affects the daily life of individuals, but also induces a lack of concern for their colleagues, as 

well as disrespect for, distrust of and dislike of those they are working with (Leung et al., 

2005b, 2006a, 2008a; Leung and Chan, 2011a). Hence, stress influences the interrelationships 

between colleagues, supervisors and subordinates. It definitely affects the assigned tasks, the 

performance of construction projects and the satisfaction of construction clients. 

2.5.3 Impacts of stress on organizational performance 

The effect of stress is not limited to individual behavior or specific projects. It has long 

been identified that several effects of stress, such as high turnover rate, absenteeism, poor 

time strategies, etc., are the “direct concern of organizations” (Leung et al., 2008a). To a 

certain extent, stress can further influence organizational effectiveness and this is especially 

important to employers. 

C-Ps working under stress may exhibit withdrawal behaviors, such as a reduced sense of 

belonging to the organization, absenteeism from project meetings and from work, and even 



Chapter 2  Literature review 

32  

 

leaving the organization (Djebarni, 1996). All of these withdrawal behaviors have negative 

impacts on organizations, especially in financial terms.  

2.5.4  Relationships between stress and performance among construction professionals 

In the last few decades, research has been carried out on stress and performance within 

various groups, such as managers, police officers, and students (Leung and Chan, 2011a). 

Hence, in previous studies, both positive and negative linear relationships were revealed 

between stress and performance. However, as C-Ps are normally required to manage and 

control complicated construction projects involving demanding tasks, multi-stakeholders, and 

adverse environments, previous stress management studies of construction professionals 

(Leung et al., 2005b; 2008a) have indicated that the relationships between stress and 

performance are mainly negatively linear (i.e. deterioration of performance resulting from 

increase in stress level) in the industry. Therefore, the linear relationships between the three 

types of stress (i.e. job, physiological, and burnout) and performance are investigated in this 

study. 

One popular relationship found regarding stress and performance is represented by an 

inverted U-shape (see figure 2.4), which is the lowest at both extremely low and extremely 

high levels of stress (Leung et al., 2005b, 2008a; Djebarni ,1996). There has been research 

indicating that the inverted-U shaped relationships suggested by Yerkes and Dodson (cited in 

Leung et al., 2008a) exist. Actually, the optimum is not fixed; optimum levels vary across 

individuals and tasks. 

 

  

 

 

 

 

 

Figure 2.4:The Curvilinear relationship between performance and stress 

(Source: Leung et al. 2005a, 2008a; Chan, 2008) 
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Too much stress was found to have a negative impact on construction professionals 

(Leung et al., 2005a), while insufficient stress may also induce boredom and a lack of 

concentration, initiative, or motivation, and can lead to under stimulation (Varhol, 2000). 

Only “moderate” stress is considered to be healthy, useful, beneficial, and optimal in 

producing a successful performance by individuals. Therefore, there is an inverted-U-shaped 

relationship between the degree of stress and the levels of performance with too little and too 

much stress being equally inhibiting (Leung et al., 2005a; Lingard and Sublet, 2002). 

The relationship between stress and performance of individuals varies from researcher to 

researcher, and does not have a definite answer. This may be due to the different nature of 

subjects adopted in different studies. Djebarni (1996) used semi-structured interviews with 71 

site managers to investigate and analyze the impact of stress on the effectiveness of site 

managers. His research concerned with the impact of three types of stressors, boss stress, job 

stress and environment–job stress. The findings followed to a great extent the typical inverted 

U-shaped pattern of relationship. Moreover, The results showed that the impact of stress 

depends on the type of stressors. Although Djebarni (1996) has found inverted-U shaped 

relationships between job stress and leadership-effectiveness of construction site managers in 

Algeria, there are limited research on the relationships between stress and performance of 

construction professionals. 

Stress - either objective stress, burnout or physiological stress - definitely affect their 

performances. Leung et al. (2005b, 2008a) have completed comprehensive research to investigate 

the relationships between the above three types of stress and the three kinds of performance of 

quantity surveyors and project managers in Hong Kong respectively (see Table 2.3). The first 

study by Leung et al. (2005b) used questionnaire survey on professional estimators in Hong 

Kong. Using correlation analysis, regression analysis and structural equation modeling, the 

relationships between stress and various aspects of estimation performance were examined 

and a causal structural model is developed. The results indicated negative estimation 

performance (resulting in weak interpersonal relationships, unfamiliarity with organization 

and ineffective process). Furthermore, there is an inverted U-shaped relationship between 

stress and the organizational relationship. 

Leung et al. (2008a) investigated the impact of stress on the performance of construction 

project managers in Hong Kong. They used the same tools to uncover the relationships 

between different types of stress (objective stress, burnout, and physiological stress) and the 
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work performances (task performance, interpersonal performance, and organizational 

performance). The results showed that objective stress influences task performance (negative 

linear), interpersonal performance (inverted U shape), and organizational performance 

(negative linear), while burnout acts as a predictor of task performance (positive linear) and 

organizational performance (negative linear and U shape). Physiological stress was 

influenced by burnout (positive linear) and simultaneously affects organizational 

performance (negative linear and U shape). On the other hand, interpersonal performance 

could be improved by positive task performance. 

A recent study by Leung and Chen (2011a) investigated the relationships between stress 

and performance among construction project managers in construction projects, an integrated 

structural equation model of the stresses and performances of was developed. The model 

showed that burnout is a consequence of job stress, and it acts also as an antecedent for 

physiological stress among. In addition, it was found that the job stress of C-PMs makes a 

negative contribution to task performance. Both burnout and physiological stress act as 

negative predictors of organizational performance. 

Table 2.3:Summary of stress & performance of construction professionals in previous studies 

 

From the above studies, linear and curvilinear relationships were found in both the 

stresses-performances models developed for quantity surveyors and project managers 

respectively. Therefore, the relationships between stress and performance might not be 

necessarily negatively linear. Based on the previous studies (Leung et al., 2005b, 2008a; Leung 

and Chen, 2011a), both linear and curvilinear relationships between stress and performances of 

C-Ps were predicted. 

2.6 Stress management: coping behaviors  

What is Stress Management? If stress is seen as a lack of fit between the individual, 

circumstances and reaction, stress management works on filling the gap (Djebarni, 1996). 

Performances 

Stress 

Task 

performance 

Interpersonal 

performance 

Organizational 

performance 

Burnout 2,3 - 2,3 

Physiological Stress - - 2,3 

Objective Stress 1,2 1,2 1,2 

Note: 1 – result for QS from Leung et al. (2005b); 2 – result for CM from Leung et al. (2008a); 3- result for CM 

from  Leung and Chen (2011a) 
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Human resources are the most valuable wealth that an organization has. Therefore, taking 

care of this wealth is one of the targets that all successful companies do and ought to do. 

Moreover, this is the reason why an increasingly large number of companies are providing 

stress management for employees (Greenberg, 2002).  

2.6.1 Stress management goals  

The goal of stress management is not to eliminate all stress. Stress is often a motivator for 

peak performance. It can be useful, stimulating and welcome. Therefore, the goal of stress 

management is to limit the harmful effects of stress while maintaining life‟s quality and 

vitality (Greenberg, 2002). Extending this to some circumstances means to help balancing the 

various aspects of individuals‟ lives, including work, relationships and leisure and balancing 

the physical, intellectual and emotional aspects of life. Individuals, who are successful in 

managing stress, consider life as challenge rather than a series of irritations. 

2.6.2 Definition of coping 

According to Lazarus and Folkman (cited in Haynes and Love,2004), coping refers to the 

cognitive and behavioral efforts by individuals necessary to manage the environment, internal 

demands and the conflicts between them. However, from the point of view of Lowe, and 

Bennett (2003:393). “Coping is generally considered to be a process by which an individual 

attempts to minimize the negative emotions that arise from the experience of negative events”. 

Besides, Lazarus and Folkman (cited in Aitken and Crawford, 2007:673) believe that coping is  

„„constantly changing cognitive and behavioral efforts to manage specific external and/or 

internal demands that are appraised as taxing or exceeding the resources of the person‟‟. It 

seems that the definition of coping varies from researcher to researcher. However, among the 

various definitions, Lazarus and Folkman‟s is the one most widely known and adopted. In 

addition, it is proven that these cognitive and behavioral efforts have contributions to mastering, 

tolerating and minimizing environmental and internal demands that stress an individual‟s 

available resources (Djebarni, 1996). 

2.6.3 Stages of coping  

According to Lazarus and Folkman (cited in Haynes and Love,2004) cognitive theory of 

stress and coping, there are three stages of coping. They are: a) the primary appraisal stage, b) 

the secondary appraisal stage, and c) the coping stage (see figure 2.5). 

The appraisal process involves the immediate cognitive and physical identification of the 

stress, and the immediate reaction (primary appraisal) and the evaluation of the individual‟s 
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internal and external resources and their availability (secondary appraisal) (Haynes and Love, 

2004). Appraisals are influenced by an individual‟s beliefs, values, goals and emotions, and 

the event is understood in terms of the personal significance it has for the individual.  This 

then determines whether the individual feels threatened, challenged or harmed. When a 

transaction is appraised as stressful, coping is required. 

 

 

 

 

 

 

 

 

Figure 2.5: Three stages of coping process 

(Source: Chan, 2008) 

(i) Primary appraisal 

Primary appraisal assesses the personal relevance of a situation and the extent to which 

the situation is in keeping with personal goals.  In this stage, individuals decide whether you 

are being threatened or benefited. It answers the question Am I in trouble or being benefited, 

now or in the future, and in what way? (Aitken and Crawford, 2007). This means the 

appraisal of whether a particular situation is worth being concerned about. If the situation is 

judged to be irrelevant or trivial, the coping process ends. In contrast, if the circumstance is 

meaningful and potentially threatening, the stress coping process continues (Lowe and 

Bennett, 2003). 

 (ii) Secondary appraisal 

Secondary appraisal addresses the question What if anything can be done about the 

stressful situation? During secondary appraisal a person will look to all possible resources 

available for reducing the threat or harm and assess their suitability and chances of success 

(Aitken and Crawford, 2007). Secondary appraisal evaluates coping options and outcomes 

and includes accountability (who/what is responsible for the situation),future expectancy 

(likelihood of change), problem-focused coping potential (options for influencing the 

situation), and emotion-focused coping potential (ability to emotion- ally adapt to the 

Primary 

Appraisal 

Secondary 

Appraisal 

End of coping 

process 

Coping 

Meaningful/ 

potentially threatening 

Irrelevant/trivial 
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situation). Secondary appraisal combines with primary appraisal to determine the emotion 

aroused (Lowe and Bennett 2003). 

 (iii) Coping 

In this stage, as mentioned by Lazarus and Folkman (in Aitken and Crawford, 2007) 

individuals take whatever actions seem to be appropriate. These actions might include action 

or a cognitive adjustment . Whether one‟s coping response is helpful and constructive is, of 

course, another matter (Schafer, 2000).  

2.6.4 Conceptualization and classification of coping 

The type of coping strategies implemented may depend on how the individual appraises 

the stressful event, their negative and positive effect, personality differences and 

environmental factors, which may result in an enhanced or decreased psychological 

adjustment (Haynes and Love, 2004). 

Coping behavior is commonly divided into two categories conceptually. They are 

problem-focused coping behavior and emotion-focused behavior (Leung et al., 2003; 2006a; 

Djebarni, 1996). Problem-focused coping is the use of activities specific to get the task 

accomplished, whereas emotion-focused coping is the use of activities to feel better about the 

task (Greenberg, 2001; Djebarni, 1996). 

2.6.4.1 Problem-focused coping  

Problem-Focused Coping is „„Problem-focused coping strategies are similar to strategies 

used for problem solving. As such, problem-focused efforts are often directed at defining the 

problem, generating alternative solutions, weighing the alternatives in terms of their costs and 

benefits, choosing among them, and acting. However, problem-focused coping embraces a 

wider array of problem-oriented strategies than problem solving alone. Problem-solving 

implies an objective, analytic process that is focused primarily on the environment. It also 

includes strategies that are directed inward‟‟ Lazarus and Folkman (in Aitken and Crawford, 

2007). 

Problem-focused coping involves the individual‟s efforts to deal with the source of stress 

through the modification of their own problem-maintaining behavior or through the 

modification of environmental conditions (Djebarni, 1996; Leung et al., 2003, 2006a). It 

focuses on attempting to deal constructively with the stressors or circumstance itself. Also it 

comprises various types of coping behaviour as shown below: 
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(i) Planful Problem Solving  

Planful problem solving as stated by Newton and Keenan (in Leung et al., 2003)  is an 

essential aspect of problem-focused coping. It deliberates, problem-focused efforts to alter 

the situation, coupled with an analytic approach to solving the problem(Yip and Rowlinson, 

2006). It is the self initiated, overt behavior that deals directly with the problem and its 

effects. It includes „dealing with the problem directly‟, „time management‟, „enhancing 

management skills‟, and „making self-adjustments (Leung it al., 2012). It has been indicated 

that planned problem solving is the most frequently adopted coping method among the 

construction professionals (Yip and Rowlinson, 2006). 

(ii) Positive reappraisal 

This simply refers to restructuring a problem in a positive manner, which is found to be 

associated with decreased depressive symptoms. It seems to say I‟ve been trying to see it in a 

different light, to make it seem more positive; I‟ve been looking for something good in what 

is happening (Aitken and Crawford, 2007). Positive reappraisal as defined by Lazarus and 

Folkman (in Leung et al., 2012) is an internal coping strategy in which an individual 

implements further cognitive adjustments to the situation.  

 (iii) Confrontive Coping 

Confrontive coping behavior is the process in which individuals anticipate or detect 

potential stressors and act in advance to prevent them so as to improve one‟s life and 

environment (Aitken and Crawford, 2007). Confrontive coping is autonomous and self 

determined goal setting and realization of goals which describes aggressive efforts to alter the 

situation and suggests some degree of hostility and risk-taking (Yip and Rowlinson, 2006) 

The skills of this behavior include planning, goal setting, organization and mental simulation 

(Leung et al., 2006a). 

 (iv) Seeking social support 

Seeking social support simply refers to C-Ps seeking advice, assistance or information 

from colleagues, seniors or friends (Yip and Rowlinson, 2006; Leung et al., 2003; Leung et 

al., 2006a; CIOB, 2006; Varhol, 2000). It is found that seeking social support is the most 

frequently used strategy for individuals suffering from stress and has a negative relationship 

with the stress levels in individuals by  getting help and advice from other people; trying to 

get advice or help from other people about what to do (Aitken and Crawford, 2007). It was 

found that seeking social support was one of the most commonly recognized coping adopted 
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strategy for individuals suffering from stress and has a negative relationship with the stress 

levels in individuals (Leung et al., 2012).  

2.6.4.2 Emotion-focused coping 

Lazarus and Folkman defined Emotion-focused Coping (cited in Aitken and Crawford, 

2007 ) as:  „„One large group consists of cognitive processes directed at lessening emotional 

distress and include strategies such as avoidance, minimization, distancing, selective 

attention, positive comparisons and wresting positive value from negative events.‟‟ 

Emotion-focused coping behavior involves coping efforts aimed at adjusting emotional 

distress and maintaining a moderate level of arousal (Djebarni, 1996; Leung et al., 2003, 

2006a). It focuses on dealing with an individual‟s own fears, anger or guilt as one reacts to a 

situation (Schafer, 2000). It aims at managing distress emotions of an individual through 

various kinds of behavior ( Djebarni, 1996).  

 (i) Seeking emotional support 

Seeking emotional support means the construction professionals talking to someone else 

about the stressful events to get moral support, sympathy or understanding (Aitken and 

Crawford, 2007). Actually, it is similar to one of the coping strategies under problem-focused 

coping, which is “seeking social support”. However, this one is mainly concerned with the 

emotional support for emotional release, rather than the instrumental one. 

(ii) Emotional discharge 

Emotional discharge is a behavioral expression of unpleasant emotions to reduce tension 

(Leung et al., 2003, 2006a). The coping skills of this behavior include doing exercise, eating, 

smoking, drinking, drug abuse and so on (Schafer, 2000; Aitken and Crawford, 2007). 

(iii) Avoidance/Escapism/Denial  

Avoidance coping has been conceptualized as containing elements involving people 

oriented, situational-oriented and task-oriented avoidance responses (Leung et al., 2003). This 

coping type describes wishful thinking and behavioral efforts to escape or avoid the problem 

(Yip and Rowlinson, 2006). On other words this simply refers to construction professionals 

isolating themselves from the stress encountered by ignoring the problem by saying „„this 

isn‟t real‟‟; I‟ve been refusing to believe that it has happened (Aitken and Crawford, 2007). It 

may take one of the following forms “thinking of unrelated matters”, “avoiding phone calls”, 

and “refusing to take on stressful tasks” (Leung et al., 2012).  However, escapism-avoidance 
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has been identified as being ineffective in coping (Leung et al., 2006; 2012), and it did not 

contribute to solving the problems of CPs.  

(iv) Self-controlling 

According to Lazarus and Folkman (cited in Aitken and Crawford, 2007) self-controlling 

refers to managing the stress reaction through suppression of emotions. Individuals attempt 

not to feel or show emotional reactions, try to stay calm and not become frustrated. However, 

no concrete action would be taken to tackle the real problems. This describes efforts to 

regulate feelings and actions (Yip and Rowlinson, 2006). 

(v) Accepting responsibilities 

Individuals acknowledge their own obligations and accept their own duties and 

concomitantly try to put things right (Yip and Rowlinson,2006). In this coping method, 

individuals accept the fact that the stressful event has occurred and is real. He/she tries to 

acknowledge one‟s own role in the problem with a concomitant theme of trying to put things 

right (Aitken and Crawford, 2007).  

2.6.5 Previous studies in stress coping behaviors of construction professionals 

Researches and studies on the coping behaviors of construction professionals (C-Ps) are 

limited. The different classifications of coping may be due to the major criticism concerning 

methodological issues that arouse multi-dimensionality of coping itself (Siu, Spector and 

Cooper, 2006). For instance, the widely used instrument for measuring coping is the Ways of 

Coping Questionnaire (WCQ) - early defined by Folkman and Lazarus to assess the coping 

strategies and developed by HSE - which is derived from a cognitive-phenomenological 

theory of stress and coping that is used to assist any organization that wishes to embark on 

the management standards approach to stress management (Cousins, 2004). WCQ assesses 

thoughts and actions individuals use to cope with stressful encounters. In this way, it 

measures coping processes, not coping dispositions or styles, including confrontive coping, 

distancing, self-controlling, social support seeking, accepting responsibility, escape 

avoidance, planful problem solving and positive reappraisal. This model has been widely 

adopted by many scholars in determining the dimensionality of coping strategies and their 

relations to the hypothesized correlates (Gueritault-Chalvin et al., 2000; Haynes and Love, 

2004;  Siu et al., 2006). 

Previous study by (Haynes and Love, 2004) has found that C-Ps in Australia who 

engaged in more problems focused coping, such as active coping, are better adjusted than 
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those who engaged in more emotion-focused coping such as cognitive avoidance coping, 

social coping, accepting responsibility and self-controlling coping. Their research aimed to 

explore coping strategies and affect state as predictors of adjustment in terms of depression, 

anxiety and stress for project managers using questionnaire survey. They used the Ways of 

Coping Questionnaire (WCQ) as a tool to assess the coping strategies used.  

Another study by Leung et al. (2003) used a questionnaire survey to identify the 

estimators‟ coping to stress in Hong Kong construction industry. The survey indicates that 

coping behaviors with the stress by the estimators differ with working experiences. The 

estimators with rich working experiences normally apply problem-focused coping behaviors, 

while junior estimators with limited working experiences prefer to seek emotional support 

from their religions in order to relieve the stress. 

For C-Ps, previous studies have found that both problem-focused coping, such as direct 

and control action and instrumental support, and emotion-focused coping behavior, including 

emotional discharge and support, are effective examples of coping behavior which lead to 

positive performance of quantity surveyors in Hong Kong (Leung et al., 2006a). Planful 

problem solving was found to be the most frequently adopted coping behaviors among C-Ps 

(Yip and Rowlinson, 2006). This exploratory study by Yip and Rowlinson (2006) 

investigated the coping behavior of construction professionals in their working environment. 

It was designed to provide fundamental knowledge in deriving the most effective coping 

strategies for job stressors in the Hong Kong construction industry. A web-based 

questionnaire was adopted and factor analysis revealed that the coping behaviors observed 

are rational problem solving, resigned distancing, seeking support/ventilation and passive 

wishful thinking. 

Leung et al. (2012) explored and investigated the various individual coping strategies 

they adopt to cope with stress. Six focus groups were conducted in different cities in 

Mainland China. In group discussions, the participants identified six individual coping 

strategies including three problem-focused coping strategies (planful problem solving, 

cognitive reappraisal, and instrumental support seeking) and three emotion-focused coping 

strategies (emotional discharge, escapism-avoidance, and social support seeking) . 
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Table 2.4: Summary of coping and stress of construction professionals in the previous studies 
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Professional QS QS CP CP CM CM 

Category of copings 

I) Problem-focused coping factors 

Planful problem solving   √ √ √ √ 

Positive reappraisal   √ √   

Confrontive coping  √     

Seeking social support √ √ √    

II) Emotion- focused  coping factors 

Seeking emotional support √  √  √  

Emotional discharge  √ √    

Avoidance/Escapism/Denial   √  √  

Self-controlling     √ √ 

Accepting responsibilities     √  

Note:  QS- Quantity Surveyors; CM- Construction Managers; AR-Architect; EN-Engineer; C-P-Other 

professionals 

 

2.7 The conceptual stressor-stress-coping-performance framework 

Based on the previous stress studies of construction professionals (Leung et al., 2003, 

2005a, 2005b, 2005c, 2006a, 2007a, 2007b, 2007c, 2008a, 2008b, 2008c; Sang et al., 2004; 

Loosemore and Waters ,2004; Lingard ,2003, 2004; Janssen et al., 2001; Ng  et al., 2005; 

Lingard and  Francis, 2005; Lingard and Sublet,  2002; Cousins et al., 2004; Ibem et 

al.,2011), the conceptual Stressor–stress–coping behavior–performance framework was 

proposed as summary of the stress management process (see Figure 2.6). As shown in the 

figure, Stressors (i.e. task, organizational, and personal) influence the stress of construction 

professionals (i.e. objective and subjective stress), while the coping behavior (problem and 

emotion-focused) affects the impacts of stresses on the performances (i.e. task, interpersonal 

and organizational performance) of construction professionals. 
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Figure 2.6: The conceptual stressor–stress–coping behavior–performances framework 

2.8 Summary 

Many researchers have been conducted studies to identify the stressors, stress level, the 

impacts of stress on performance, and the coping behaviors of general construction 

professionals (Janssen et al., 2001; Leung et al., 2005; Loosemore and Waters, 2004). 

According to the previous studies, stressors for C-Ps can generally be categorized into 

three main groups, which are task, personal, and organizational stressors (Leung, 2004; 

Leung et al., 2003; Leung et al., 2005a, 2005b, 2005c, 2006a, 2007a, 2007b, 2007c, 2008a, 

2008b, 2008c). Different types of stressors contribute to different kinds of stress (i.e. burnout, 

physiological stress, and objective stress), affecting the  individuals in different aspects (i.e. 

task performance, interpersonal performance, and organizational performance. Besides, stress 

is not necessarily bad, only distress harms individuals. Stress can act as the motivation and 

can benefit individuals. Therefore, the relationship between stress and performance is not 

necessarily negatively linear. Curvilinear relationships between them were also unveiled in 

the previous studies of C-Ps. 

Coping behavior plays an important role in the stressor-stress relationship among C-Ps. 

There are generally two types of coping behavior: problem-focused (i.e. planful problem 

solving, positive reappraisal, confrontive coping, and social support seeking) and emotion-

focused coping behavior (i.e. emotional discharge, avoidance, denial, self-controlling, and 

accepting responsibility). Numerous research projects have been done to prove the 

effectiveness of specific coping behavior on stress and the stress consequences (Leung et al., 

Stressors 

 Task 

 Organizational 

 Inter-personal 

 Physical 

Stress 

Objective 

Subjective 

 Burnout 

 Physiological stress 

 

Performance 

 Task 

 Organizational 

 Personal 

Coping behavior  
 Problem-focused 

 Emotion-focused 

 

H1, H2, H3, H4 H5 

H6 
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2003; Leung et al., 2006). In order to achieve high efficiency and effectiveness in work, GS-

CPs must choose the most appropriate coping behavior to deal with their own stress. The 

following Table summarizes the findings of previous studies of stress in construction 

industry. 

The previous literature review was the main source used to build the first draft of 

questionnaire. The data collected by this questionnaire was used to investigate the key 

stressor suffered by Gaza Strip construction professionals. The stress level was also measured 

by selected scales based on similar studies in different construction industries. Stress 

consequences on performance aspects including  personal, task, and organizational issues was 

explored using different measures.  Finally, the most adopted coping strategies were proposed 

by literature to reduce stress levels encountered. The  primary data was modified by pilot 

study and the final results were compared with those provided by literature. 
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Table 2.5: Summary of stress-stressors-coping behaviors-performance previous studies of construction industry (Cont.) 

N
o

. 

A
u

th
o

r/
s 

C
o

u
n

tr
y

 
Objectives 

T
a

rg
et

  

g
ro

u
p

 

M
et

h
o

d
 

u
se

d
 

Analysis 

approach 
Results and findings 

Part I : Stressors 

1.  

Ib
em

 e
t 

al
. 

(2
0

1
1

) 

N
ig

er
ia

 

Identified key stress factors among 

professionals in the building construction 

industry in Nigeria 

C
o

n
st

ru
ct

io
n

 

p
ro

fe
ss

io
n

al
s 

Q
u

es
ti

o
n

n
ai

re
 

su
rv

ey
 

Descriptive 

statistics 

Sources of stress 

 High volume of work 

 UncomforTable site offices 

 lack of feedback 

 Variations in the scope of work 

2.  

L
eu

n
g

  
an

d
 C

h
an

  
(2

0
1

1
) 

M
ai

n
la

n
d

 C
h

in
a 

Explored and identified the various types 

of expatriate stressors that cause stress 

H
o

n
g

 K
o

n
g

 e
x
p

at
ri

at
e 

co
n

st
ru

ct
io

n
 p

ro
fe

ss
io

n
al

s 

F
o

cu
s 

g
ro

u
p

s 

Contextual 

analyses 

 Interpersonal stressors 

Personal traits ,work traits of the locals, lack of language fluency, poor 

workgroup relationships, and home-work conflict 

 Tasks stressors 

Qualitative and quantitative work overload, role ambiguity, and role 

conflict. 

 Organizational stressors 

Formalization, centralization, complexity, and organizational supports 

 Physical stressors 

living standards, crowded transportation, and the pay differentials 

 A stressors model was developed 

3.  

L
eu

n
g

 a
n

d
 C

h
an

  

(2
0

1
0

) 

C
h

in
a investigated the impact of Chinese 

values on the stressors of construction 

professionals  in Hong Kong 

C
o

n
st

ru
ct

io
n

 

p
ro

fe
ss

io
n

al
s 

Q
u

es
ti

o
n

n
ai

re
 

su
rv

ey
 

factor analysis, 

Pearson 

correlation 

analysis, and 

structural 

equation 

modeling 

 Social conventions value alleviate role ambiguity and poor workgroup 

relationship 

 Disciplined work ethos triggers work overload. 

 Conservative personality alleviates work overload. 

 Interpersonal integration value has indirect impacts on the various 

stressors. 

 Poor working environment stressor has significant impact on the poor 

workgroup relationships and role ambiguity. 
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Table 2.5: Summary of stress-stressors-coping behaviors-performance previous studies of construction industry (Cont.) 
N

o
. 

A
u

th
o

r/
s 

C
o

u
n

tr
y

 
Objectives 

T
a

rg
et

  

g
ro

u
p

 

M
et

h
o

d
 

u
se

d
 

Analysis 

approach 
Results and findings 

4.  

L
eu

n
g

 e
t 

al
. 

(2
0

0
5

a)
 

H
o

n
g

 K
o

n
g
 

Identified the main causes of the stress 

endured by construction cost estimators 

in Hong Kong 

co
st

 e
st

im
at

o
rs

 

Q
u

es
ti

o
n

n
ai

re
 

su
rv

ey
 

Factor Analysis, 

correlation , 

regression 

analysis, 

and structural 

equation 

modeling, 

The results indicated that: 

 Work overload, role conflict, job ambiguity, and working environment 

to be the critical stressors involved, 

 Work under-load and distrust being the stressors being indirectly 

influencing factors. 

5.  

L
eu

n
g

 e
t 

al
. 

(2
0

0
7

a)
 

H
o

n
g

 K
o

n
g

 

Identified the stressors in the estimation 

process, investigate the impact of 

stressors on the Job-Demand stress of 

estimators in Hong Kong, and analyze 

the 

Interrelationship between different 

stressors of the construction estimators 

C
o

n
st

ru
ct

io
n

 

es
ti

m
at

o
rs

 

Q
u

es
ti

o
n

n
ai

re
 

su
rv

ey
 

Factor analysis 

and correlation 

analysis 

 Six main stressors have been revealed: Personal behavior, social 

support, role conflict, poor environment, work under-load , distrust, and 

home-work conflict . 

 Job-Demand stressors have a significant effect on qualitative Job-

Demand stress and indirectly affect the quantitative stress of estimators. 

 There is a significant relationship between quantitative and qualitative 

stress levels 

6.  

L
eu

n
g

 e
t 

al
. 

(2
0

0
8

b
) 

H
o

n
g

 K
o

n
g

 

Investigated the causal relationships 

between the stressors and stress of 

clients‟ and contractors‟ cost engineers 

C
o

st
 e

n
g

in
ee

rs
 

Q
u

es
ti

o
n

n
ai

re
 

su
rv

ey
 

Factor analysis 

and correlation 

analysis 

Stressors affected cost engineers: 

 Poor environment, role conflict and work under-load affect their stress 

positively. 

 Social support and Type A behavior affect their stress negatively. 

 work under-load induces stress via the role conflict among cost 

engineers, their supervisors, and the organization 

7.  

L
eu

n
g

 e
t 

al
. 

(2
0

0
8

c)
 

H
o

n
g

 K
o

n
g
 

Investigated the causal relationships 

between stressors and stresses (both 

subjective and objective). 

P
ro

je
ct

 M
an

ag
er

s 

Q
u

es
ti

o
n

n
ai

re
 

su
rv

ey
 

Factor Analysis, 

correlation 

analysis, 

regression 

analysis 

and structural 

equation 

modeling, 

Based on the results  

Four critical stressors were found to have significant impact on both the 

subjective and the objective stresses, including work overload, poor 

interpersonal relationships, poor work environment, and poor non-work 

environment. 
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Table 2.5: Summary of stress-stressors-coping behaviors-performance previous studies of construction industry (Cont.) 
N

o
. 

A
u

th
o

r/
s 

C
o

u
n

tr
y

 
Objectives 

T
a

rg
et

  

g
ro

u
p

 

M
et

h
o

d
 

u
se

d
 

Analysis 

approach 
Results and findings 

8.  

L
in

g
ar

d
 a

n
d

  

F
ra

n
ci

s 
2

0
0

5
) 

A
u

st
ra

li
a 

Determined whether work–family 

conflict mediates the relationship 

between job stressors and burnout. 

C
o

n
st

ru
ct

io
n

 

p
ro

fe
ss

io
n

al
s 

an
d

 m
an

ag
er

s 

Q
u

es
ti

o
n

n
ai

re
 

su
rv

ey
 

Factor analysis 

 Two different aspects of work–schedule demands, i.e. job schedule 

irregularity and hours worked per week were found to be related to the 

emotional exhaustion dimension of burnout. 

 The relationship between job schedule demands and emotional 

exhaustion was mediated by work–family conflict 

9.  

L
o

o
se

m
o

re
 a

n
d

 

W
at

er
s(

2
0

0
4

) 

A
u

st
ra

li
a Investigated whether there are 

differences in sources and levels of stress 

between male and female professionals 

in the construction industry. 

C
o

n
st

ru
ct

io
n

 

p
ro

fe
ss

io
n

al
s 

A
n

o
n

y
m

o
u

s 

p
o

st
al

 s
u

rv
ey

 

T-test 

The results indicated  that 

 Men experience slightly higher levels of stress than women. 

 Men suffer more stress in relation to risk taking, disciplinary matters, 

implications of mistakes, redundancy, and career progression. 

 Most stress for women were opportunities for personal development, 

rates of pay, keeping up with new ideas, business travel, and the 

accumulative effect of minor tasks. 

Part II : Stress level 

10.  

B
o

w
en

 e
t 

al
.(

2
0

1
3

) 

S
o

u
th

 A
fr

ic
a Investigated the nature and extent of 

workplace stress experienced by 

professionals and compare and contrast 

the work stress experiences of occupants 

of different professional roles C
o

n
st

ru
ct

io
n

 

p
ro

fe
ss

io
n

al
s 

O
n

li
n

e 
q

u
es

ti
o

n
n

ai
re

 

su
rv

ey
 

Pearson‟s chi-

square test 

The results indicate that 

 Most respondents experience high levels of stress at work. 

 Architects, more than engineers, quantity surveyors, and project- 

construction managers experienced stress. 

 Female, more than male professionals feel stressed. 

 Tight deadlines and long working hours probably play a bigger role as 

stressors. 

 

11.  

L
eu

n
g

 e
t 

al
. 

(2
0

0
7

b
) 

H
o

n
g

 K
o

n
g
 

Examined the relationships between 

objective stress, subjective stress, 

emotional exhaustion and stressors 

 

C
o

n
st

ru
ct

io
n

 

es
ti

m
at

o
rs

 

Q
u

es
ti

o
n

n
ai

re
 

su
rv

ey
 

T-test, factor 

analysis, 

correlation 

analysis and 

linear regression 

The results indicate that 

 The stress levels of both the professional estimators and other 

personnel are similar. 

 OS higher than SS and EE. 

 Increased levels of OS associated with workload, lack of autonomy 

and inappropriate feedback. 

 Increased SS and EE appeared with conflict, distrust, inappropriate 

feedback, and unfair reward and treatment. 
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Table 2.5: Summary of stress-stressors-coping behaviors-performance previous studies of construction industry (Cont.) 
N

o
. 

A
u

th
o

r/
s 

C
o

u
n

tr
y

 
Objectives 

T
a

rg
et

  

g
ro

u
p

 

M
et

h
o

d
 

u
se

d
 

Analysis 

approach 
Results and findings 

12.  

li
n

g
ar

d
(2

0
0
3

) 

A
u

st
ra

li
a 

Explored the relevance of the burnout 

phenomenon in the Australian 

construction industry, identify job, 

demographic and personality 

characteristics associated with burnout, 

and determine the relationship between 

burnout and respondents‟ turnover 

intention. 

C
o

n
st

ru
ct

io
n

 

p
ro

fe
ss

io
n

al
s 

Q
u

es
ti

o
n

n
ai

re
 

su
rv

ey
 

Factor analysis, 

correlation 

analysis and 

regression 

analysis 

The results of the study showed that 

 The most widely recognized model of burnout, comprising emotional 

exhaustion, cynicism and a diminished sense of personal accomplishment 

was found to be valid 

 Burnout cannot be attributed to a single cause but occurs as a result of 

a complex interaction of individual characteristics and issues in the work 

environment. 

 

Part III: Coping behaviors 

13.  

A
it

k
en

 a
n

d
 

C
ra

w
fo

rd
 

(2
0

0
7

) 

A
u

st
ra

li
a 

Explored coping strategies used by 

project managers when dealing with 

stressful situations. P
ro

je
ct

 

m
an

ag
er

s 

W
eb

-b
as

ed
 

q
u

es
ti

o
n

n
ai

re
 

Factor analysis, 

correlation 

analysis and 

regression 

analysis 

 Project managers apply more active coping and planning strategies 

when dealing with stressful situations 

14.  

H
ay

n
es

 a
n

d
 L

o
v

e 
 

(2
0

0
4

) 

A
u

st
ra

li
a Identified source of stress, coping 

strategies and affect state as predictors of 

adjustment in terms of depression, 

anxiety and stress for project managers. 

P
ro

je
ct

 m
an

ag
er

s 
fr

o
m

 

co
n

tr
ac

ti
n

g
 

o
rg

an
iz

at
io

n
s 

Q
u

es
ti

o
n

n
ai

re
 s

u
rv

ey
 

 

Hierarchical 

regression 

analyses 

Stressor for site managers 

Workload, working long hours, and family/ home conflict. 

Coping strategies 

Planful problem solving, social coping, cognitive avoidance, self-

controlling, and accepting responsibilities. 

Affect 

Negative affect was associated with adjustment, indicating higher levels 

of depression, anxiety and stress. 

15.  

L
eu

n
g

 e
t 

al
. 

(2
0

0
3

) 

C
h

in
a 

Identified the estimators‟ coping  to 

stress; and  investigate the relationships 

between stress and coping behavior in 

the construction estimation 

C
o

n
st

ru
ct

io
n

 

es
ti

m
at

o
rs

 

Q
u

es
ti

o
n

n
ai

re
 

su
rv

ey
 

Factor analysis 

in SPSS 

 Senior estimators apply problem-focused coping behaviors. 

 Junior estimators prefer to seek emotional support from their religions 

in order to relieve the stress. 
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A
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th
o
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s 

C
o

u
n

tr
y

 
Objectives 

T
a

rg
et

  

g
ro

u
p

 

M
et

h
o

d
 

u
se

d
 

Analysis 

approach 
Results and findings 

16.  

L
eu

n
g

 e
t 

al
. 

(2
0

0
6

a)
 

H
o

n
g
 

K
o

n
g
 Identified estimators‟ stress-coping 

behaviors and the impact of these 

behaviors on estimation performance 

C
o

n
st

ru
ct

io
n

 

es
ti

m
at

o
rs

 

Q
u

es
ti

o
n

n
ai

re
 

su
rv

ey
 correlation 

analysis and 

regression 

analysis 

The results revealed that 

 Senior estimators normally apply problem focused coping behaviors. 

 A moderate level of stress supports project estimation for project 

estimators. 

 

17.  

L
eu

n
g

 e
t 

al
.(

2
0

0
8

) 

H
o

n
g
 

K
o

n
g
 

Examined  the effect of organizational 

supports in the process of project 

estimation through a survey of 

construction estimation participants in 

Hong Kong C
o

n
st

ru
ct

io
n

 

es
ti

m
at

o
rs

 

Q
u

es
ti

o
n

n
ai

re
 

su
rv

ey
 

Factor analysis, 

correlation 

analysis,  and 

regression 

analysis 

The results revealed that 

 Autonomy and feedback are directly related to the stress. 

 Informal organizational supports  are far more effective than formal 

supports in reducing stress 

18.  

L
eu

n
g

 e
t 

al
.(

2
0
1

2
) 

M
ai

n
la

n
d

 C
h

in
a 

Explored and investigate: i) the 

experience with stress of Hong Kong 

expatriate construction professionals 

in Mainland China, ii) the various 

individual coping strategies they adopt to 

cope with stress, and iii) the forms of 

organizational support that are effective 

in handling stress 

E
x

p
at

ri
at

e 

co
n

st
ru

ct
io

n
 

p
ro

fe
ss

io
n

al
s 

F
o

cu
s 

g
ro

u
p

s 

Contextual 

analysis and 

comparison 

 Six types of individual coping strategies, including three problem-

focused coping strategies(planful problem solving, cognitive reappraisal, 

and instrumental support seeking) and three emotion-focused coping 

strategies (emotional discharge, escapism-avoidance, and social support 

seeking) 

 They also raised three types of organizational support, including 

adjustment support, career support, and financial support. 

19.  

N
g

 e
t 

al
. 

(2
0
0

5
) 

H
o

n
g

 K
o

n
g
 

Identified the origins of stresses being 

experienced by management in the 

construction industry in terms of 

individual and situational factors, assess 

the manageability of stresses and its 

impact, and determining the relationship 

between different stresses and their 

associated effects. 

P
ro

je
ct

 p
ar

ti
ci

p
an

ts
 

Q
u

es
ti

o
n

n
ai

re
 s

u
rv

ey
  

an
d
 

se
m

i-
st

ru
ct

u
re

d
 

in
te

rv
ie

w
s 

Correlation 

analysis 

It is shown that 

 The most difficult stressors to manage are “bureaucracy”, “lack of 

opportunity to learn new skills”, “work-family conflicts” and “different 

view from superiors”. 

 Patterns of stress manageability differ between clients, consultants and 

contractors. 
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N
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A
u

th
o

r/
s 

C
o

u
n

tr
y

 
Objectives 

T
a

rg
et

  

g
ro

u
p

 

M
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h
o

d
 

u
se

d
 

Analysis 

approach 
Results and findings 

20.  

Y
ip

 a
n

d
 

R
o

w
li

n
so

n
 (

2
0

0
6

) 

H
o

n
g

 K
o

n
g
 

Investigated the coping behavior of 

construction professionals in their 

working environment. 

C
o

n
st

ru
ct

io
n

 

p
ro

fe
ss

io
n

al
s 

W
eb

-b
as

ed
 

q
u

es
ti

o
n

n
ai

re
 

Factor analysis 

The coping behaviors observed: 

 Rational Problem Solving, Resigned Distancing, Seeking 

Support/Ventilation and Passive Wishful Thinking. 

 

Part IV: Stress consequences / Performance 

21.  

D
je

b
ar

n
i 

(1
9

9
6

) 

U
K

 Investigated and analyze the impact of 

stress on the effectiveness of site 

managers. 

S
it

e 

m
an

ag
er

s 

S
em

i-
 

st
ru

ct
u

re
d

 

in
te

rv
ie

w
s 

Factor analysis 

 The impact of stress on site managers followed to a great extent the 

typical inverted U-shaped pattern 

 The impact of stress is contingent to a large extent upon the type of 

stressors. 

22.  

L
eu

n
g

 a
n

d
 

C
h

en
 (

2
0

1
1

a)
 

C
h

in
a Investigated the impact of stress on the 

performance of construction project 

managers. P
ro

je
ct

 

m
an

ag
er

s 

Q
u

es
ti

o
n

n
ai

re
 

su
rv

ey
 

Structural 

equation 

modeling 

 Job stress is the antecedent of burnout. 

 Burnout can further predict physiological stress. 

 Job stress is negatively related only to task performance. 

 Burnout and physiological stress are negatively related to 

organizational performance. 

 Task performance leads positively to interpersonal performance. 

23.  

L
eu

n
g

 e
t 

al
. 
(2

0
0

5
b
) 

H
o

n
g

 K
o

n
g
 

Investigated the impact of stress on 

estimation performance. 

P
ro

fe
ss

io
n

al
 

es
ti

m
at

o
rs

 

Q
u

es
ti

o
n

n
ai

re
 

su
rv

ey
 

Factor analysis, 

correlation 

analysis, 

regression 

analysis and 

structural 

equation 

modeling 

The results indicate that 

 Stress cause negative estimation performance (resulting in weak 

interpersonal relationships, unfamiliarity with organization and 

ineffective process). 

 Stress was beneficial to the professional estimation performance. 

 There was an inverted U-shaped relationship between stress and the 

organizational relationship. 
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A
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o

r/
s 

C
o

u
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tr
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T
a
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et

  

g
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u
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M
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h
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d
 

u
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Results and findings 

24.  

L
eu

n
g

 e
t 

al
. 

(2
0

0
8

a)
 

H
o

n
g

 K
o

n
g
 

investigated the impact of stress on the 

performance 

of construction project managers 

P
ro

je
ct

 M
an

ag
er

s 

Q
u

es
ti

o
n

n
ai

re
 

su
rv

ey
 

Factor analysis, 

correlation 

analysis, 

regression 

analysis and 

structural 

equation 

modeling 

Results showed that 

 Objective stress reduces the task performance of CPMs while burnout 

can have a positive effect on it. 

 Interpersonal performance and objective stress have an inverted U -

shaped relationship 

 Organizational performance has U-shaped relationships with both 

burnout and physiological stresses and is worsened by objective stress. 

25.  

L
eu

n
g

 e
t 

al
. 

(2
0

1
0

) 

H
o

n
g

 K
o

n
g

 Identified the various stressors affecting 

two types of stress of construction 

workers ( job stress and emotional stress) 

and to explore the impacts of the two 

types of stress on CW injury incidents. co
n

st
ru

ct
io

n
 

w
o

rk
er

s 

Q
u

es
ti

o
n

n
ai

re
 

su
rv

ey
 Factor analysis, 

correlation 

and regression 

analyses 

The results  revealed  that 

 Injury incident  was found to be affected by emotional stress only. 

 Emotional stress is predicted by work overload, inter-role conflict, 

poor physical environment, unfair reward and treatment, and appropriate 

safety equipments. 

 Poor workgroup relationship, work overload, and inter-role conflict 

predict job stress. 
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Chapter 3: Research methodology 

3.1 Introduction 

This chapter included information about the research design, population, sample size, data 

collection, questionnaire design, questionnaire content, instrument validity, pilot study, used 

processing, and analyzing methods of data. The approach undertaken for this research 

comprised three components, a literature review, discussed in the previous chapter, a 

questionnaire survey, and personal interviews.  

3.2 Framework of the research methodology  

The present study was designed to explore the stresses suffered by construction 

professionals, to identify main stressors, to what extent they were stressed, and their implications 

on performance, as well as to investigate the role played by coping strategies as a moderator in 

the relationship between stressors and stress level. To achieve the research aim, the study 

provided systematic, quantitative and qualitative analyses to find out how and to what extent 

stress level relates to its correlates that may in turn affect organizational effectiveness. A 

comprehensive methodology including development of questionnaires, validation of survey 

instruments, collection of data, and verification of empirical findings has been designed for this 

study, and can be broadly broken down into seven major stages, as described below. The detailed 

methodology of this study was illustrated in figure 3.1. 

Stage one – development of theme  

The first stage included definition of the problem, objectives development, hypothesis 

development, and framework development. 

Stage two – literature review 

Selected literature on stress, stressors, coping behaviors, and performance among 

professionals in construction industry provided the theoretical basis to develop the research 

framework for this study. A set of factors and sub factors related to each part was extracted 

from the literature review to be modified by a pilot study.   

Stage three – pilot study 

A pilot study was undertaken by participating 15 expert construction professionals to pre-

test the survey and subsequently modified before a final version was produced. Clarity of 

questionnaire questions and their contribution to achieve the objectives were checked before 
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using it in the main survey. The questionnaire was modified based on the results of the pilot 

study and the final list of variables was adopted to be used for the study.  

Stage four – the main survey 

In this stage of the survey, a quantitative approach was utilized as the main statistical 

component in the study, to obtain qualitative data through a self-administered questionnaire 

by Gaza Strip construction professionals. An extensive sampling strategy was used to secure 

the requisite number of respondents for meaningful statistical analysis, which included 

distributing the questionnaire to the target groups through collaboration with the local 

professional institutes of the respective defined professions and 172 construction-related 

contracting firms in Gaza Strip. In order to obtain reliable and representative quantitative data, 

the questionnaires were distributed to construction professionals in different positions and 

disciplines (i.e. project managers, supervisors, structural engineers, architects and so on) and 

who worked in different types of construction contractor companies (i.e. main contractor and 

sub-contractor) by email or hand. 

Stage five – statistical analysis and results 

Data collected was analyzed using both descriptive and inferential tools of statistical 

software Statistical Package for Social Science (SPSS 20). The descriptive tools used were 

percentages, Tables, mean, and standard deviations. In this study, principle factor extraction 

with varimax rotation was performed through factor analysis. To assess the suitability of the 

data for factor analysis, the Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy, and 

Bartlett‟s test of sphericity were conducted. Spearman correlation coefficient was used for 

validity, cronbach's alpha for reliability statistics, nonparametric tests (Sign test)... etc.  

Stage six – post-survey interviews 

After the quantitative testing of the hypotheses, the results and analysis obtained in the 

quantitative survey explained by qualitative methods, i.e. by personal interviews They were used 

as a means cross-validation of the results of the quantitative data collection and analyses.  

Stage seven – conclusion and recommendations 

The final phase of the research included the conclusions and recommendations. 
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Figure 3.1: Framework of the research methodology 

S
ta

g
e 

1
 

S
ta

g
e 

2
 

S
ta

g
e 

3
 

S
ta

g
e 

4
 

S
ta

g
e 

5
 

S
ta

g
e 

6
 

S
ta

g
e 

7
 

Literature review 

Development of theme 

 Objectives development 

 Hypothesis development 

 framework development 

Questionnaire survey (183 respondents)  
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Coping behavior, and Job performance 
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Correlation& regression analysis, Descriptive analysis, Non parametric tests. 
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construction professionals, conclusions, and recommendations 
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Refined conceptual stressors – stresses –coping behaviors – performance framework of construction 

professionals and questionnaire design 

 

Results, discussion, and primary conceptual stressors – stresses –coping behaviors –– performance 

framework of construction professionals 

 
Post-survey interviews (12 interviewees)  

Personal in-depth personal interviews with GS-CPs-M from 

different governorate to validate and verify the primary 

model developed in the previous stage 

Qualitative data analysis 

Systematic contextual analysis 

 

Problem definition 
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3.3 Research period 

The study started on March 2012 after the proposal was approved. The literature review 

was completed at the end of November 2012. The validity testing, piloting and questionnaire 

distribution and collection completed on the beginning of March 2013. The analysis, 

discussion, conclusion and recommendation were completed at the middle of August 2013. 

3.4 Research location 

The research was carried out in Gaza Strip, which consists of five governorates: The 

northern governorate, Gaza governorate, the middle governorate, Khan Younis governorate, 

and Rafah governorate. 

3.5 Research Population 

The population investigated the contracting companies which are registered in the 

Palestinian Contractors Union (PCU) in Gaza Strip and classified by the national 

classification committee to have valid registration in the PCU up to the year 2012. According 

to the PCU in Gaza Strip the number of construction companies registered and graded 

according to the field of work up to the December 2012 was 216 companies. 

The classification of the companies which was done by the National Classification 

Committee consisted of many grades based on the company capital and the number of 

projects performed by it. Each company had many classifications with different disciplines 

(i.e buildings, roads, maintenance… etc.).  The overall classification was based on the highest 

rank obtained. Table 3.1 showed the detailed classification of contracting companies. 

Table 3.1: The classification of the contractors in Gaza Strip 

  Number of contracting companies 

#   Governorate 

Classification 

Gaza Middle Khan younes Rafah North Total 

1 First A 18 - 3 2 2 25 

2 First B 20 1 4 8 4 37 

3 Second 28 3 16 7 8 72 

4 Third 14 5 8 7 4 38 

 Total 90 9 31 24 18 172 

 R respondents 40 9 15 5 18 87 

5 Fourth/Fifth      44 

(Source: Palestinian Contractors Union in Gaza Strip, December 2012) 

In this research, the target group to be investigated was the contracting companies 

classified under the first, second and third grades in any field. The total contracting 
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companies that were under the grades first, second and third are 172 companies which was 

the population target group of this research.  The fourth and fifth grades were neglected due 

to the law practical and administration experience.  

3.6 Sample size and characteristics 

The following statistical equation was used to determine the sample size (Creative 

Research System, 2012). 

2

2 )1(

C

PPZ
SS


  

Where:  

SS : The sample size 

Z : Z value ( e.g. 1.96 for 95% confidence interval ) 

P : Percentage picking a choice, expressed as decimal, (0.50 used for sample size needed) 

C : Maximum error of estimation (0.08) 
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Where: pop is the population; in our case was equal to 172 contracting companies 

according to PCU up to 31 December 2012. 

So that:                                  814.80

172

1150
1

150





newSS
 

The previous calculations showed that the minimum number of the questionnaires needed 

to be collected is 81 with the percentage of which represent 47.1% of the target group. Three 

hundred and twenty questionnaires were distributed randomly (two to three copies for each 

contracting company) among construction professionals with different professions. The 

respondents were selected according to the total number of registered companies on each 

governorate but some companies had no interest to contribute in this research (refer to Table 
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3.1 for detailed information).  One hundred and eighty questionnaires were received back 

from the contractor companies in different governorates. 

The following summary showed the procedures done to collect the data: 

 Number of companies registered and graded in (PCU) under first, second and third 

grades which is the target group of the research due to December 2012 were 172 

companies. 

 Number of questionnaires distributed was 320 questionnaires two to three copies for 

each contracting company. 

 According to the equation used to determine the sample size of the target group, 

which was the minimum number of the questionnaires to be collected, were 81 

questionnaires and described 47.1 % of the target group. 

 The total number of respondents was 183. 

3.7 Questionnaire design 

The questionnaire was initially designed based on the extensive literature review of 

previous studies. Twenty five studies were reviewed in depth and most of the previous 

studies used traditional by hand questionnaire (Ibem et al., 2011; Leung and Chan, 2010, 

2011a; Leung et al., 2003, 2005a, 2005b,  2006a, 2007a, 2007b, 2008, 2008a, 2008b, 2008c, 

2010; Haynes and Love, 2004; lingard, 2003; Lingard and  Francis, 2005; Ibem et al., 2011; 

Loosemore and Waters, 2004 ). Others used Web-based questionnaire (Aitken and Crawford, 

2007; Bowen et al., 2013). Some of them used focused groups (Leung  and Chan, 2011; 

Leung et al., 2012; Yip and Rowlinson, 2006). Others validated results of questionnaire using 

personal interviews (Djebarni, 1996; Ng et al., 2005). 

The questionnaire was divided into six main parts (refer to Table 3.1), which included (i) 

personal information, (ii) the stressors, (iii) the objective measurement of stress level, (iv) the 

subjective measurement of stress level , (v) the measurement of coping behavior under stress, 

and (vi) the measurement of performance under stress (see Appendix  II and III for more 

details). This first questionnaire draft was designed to be reviewed by pilot study and based 

on the results, the questionnaire framework was modified and refined (refer to Table 3.2 for 

the refinement of questionnaire and to Appendix II and Appendix III for the final 

questionnaire design). 
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Table 3.2: The schedule of questionnaire parts.  

Variables Sub variables 

Part I Personal information 

Personal information  

Part II Stressors 

Personal Persona behavior (Type A Behavior) 

 Home-work conflict 

 Relationship with others in work 

 distrust 

Task Work overload 

 Work under-load 

 Role conflict 

 Role ambiguity 

Physical Poor working environment 

 Poor home environment 

Organizational Organizational structure 

 autonomy 

 Reward & treatment 

 Feedback 

Part III Objective stress level 

Objective stress Measure of stress level by Ro-Bo (Rust Out/Burn Out) scale 

Part IV Subjective stress level 

Burnout Emotional exhaustion 

 Reduced personal achievement 

 depersonalization 

Physiological stress Physical/Psychological 

Part V coping behavior strategies 

Problem-focused Planful problem solving 

 Positive reappraisal 

 Confrontive coping 

 Seeking (instrumental)social support 

Emotion-focused Seeking emotional support 

 Accepting responsibility 

 Avoidance/Escapism/Denial 

 Self-controlling 

 Emotional discharge 

Part VI  Job performance 

Performance Task performance 

 Interpersonal performance 

 Organizational performance 
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(i) Personal information 

The first part of the questionnaire consisted of the personal information of the 

respondents. This included demographics such as age, gender, and marital status. In addition, 

respondents were asked to indicate their highest level of education, working experience in this 

company and in the industry, the type and background of the company in which they were 

working, and the nature of the project, and so on. 

 (ii) The stressors 

Part two consisted of three components, including personal stressors, task stressors, and 

organizational stressors. Each component aimed to investigate three sub-variables. personal 

stressors involve the behavioral type, the home-work conflict and the inter-personal 

relationships of individuals. Task stressors included the variables of work overload, work 

under-load and role conflict. Then, the organizational structure, job autonomy and working 

environment were grouped to be investigated under the component of organizational 

environment.  

(iii) The objective measurement of stress level 

The stress level of the individual construction professionals was measured objectively in 

this part by obtaining the deviation between one‟s expected abilities and actual abilities of 

doing tasks based on 8 statements by Ro-Bo (Rust Out /Burn Out) scale. To compare the 

abilities in handling stress, the respondents in the current study were asked to rate their actual 

abilities and expectations of selected stressors based on a five-point Likert scale ranging from 

1 (no impact) to 5 (a great deal of impact). The overall level of stress was derived by the sum 

of all differences between expectation and the actual ability.   

 (iv) The subjective measurement of stress level 

In this part, the stress level of the individuals was measured subjectively using Maslach 

Burnout Inventory (MBI). It consists of many attributes that measure burnout in three sub-

scales, (namely emotional exhaustion, depersonalization and personal accomplishment) and 

physiological stress.  

(v) Coping behavior 

The scales adopted for coping behavior in this section were extracted from the Ways of 

Coping Questionnaire (WCQ), which was a widely used instrument (Leung et al., 2003, 

2006a; Yip and Rowlinson, 2006; Cousins, 2004; Haynes and Love, 2004; Gueritault et al., 

2000). Generally, two major types of coping behavior were measurement in this survey: 
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problem-focused coping behavior and emotion-focused coping behavior. The sub-

components under each type were planful problem solving, positive reappraisal, confrontive 

coping and social support for problem-focused coping. Distancing, accepting responsibility, 

escapism, self-controlling and emotional discharge were for emotion-focused coping 

respectively. 

(vii) Job performance 

The last part aimed at determining the work performance of the individual construction 

professionals. As employed in the previous studies, this part was divided into three main 

areas: personal, task, and organizational performance (Leung et al., 2005b, 2006a, 2008a). 

The attributes used in the questionnaire survey were based on the relevant studies in the 

previous research. 

3.8 Pilot study 

In order to test the appropriateness, reliability and validity of the scales before committing 

to the complete sample population, a pilot study was undertaken by inviting 15 professionals 

to review the questionnaire. These professionals were selected with more than 10 years 

experience in construction work. Some of them work in academic institutions and others in 

practical field.  Pilot study was conducted to adapt the instrument before using it in the main 

survey. Responses were then invited to feedback on any comments in the design 

questionnaires and suggestions for refining the survey instruments.  

Pilot study was an effective way of improving question wording and avoiding mistakes in 

the questionnaires. They allowed to identify potential problems and errors, including 

improvement of wording for a better understanding of the questions. The pilot study showed 

that some attributes were repeated, irrelevant, weak, or vague and should be omitted. Other 

attributes were modified to suit Gaza strip construction professionals work nature and some 

attributes were added by pilot study. In addition, the pilot study corrected some grammatical 

and spilling mistakes (refer to Table 3.5 for refinement process). 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 

Questions from literature Source Comments Selected questions for this study 

Part I Personal information 

Part II Stressors 

P
er

so
n

a
l 

st
re

ss
o

rs
 

T
y

p
e 

A
 b

eh
a

v
io

r
 

People sometimes say that I easily lose my 

temper 

Leung et al. (2008c, 2010) 
Selected 

People sometimes say that I easily lose my temper 

I enjoy competition and feel I always have to win. Leung and Chan  (2010); Leung 

et al. (2008b, 2010) 
Selected 

I enjoy competition and feel I always have to win. 

I am an achievement-oriented person. Leung and Chan  (2010); Leung 

et al.(2007a, 2007b, 2008b, 

2010) 

Selected 

I am an achievement-oriented person. 

It is hard for me to focus on one activity for a long 

time (10 min) 

Leung et al.(2005a, 2008c) 
Selected 

It is hard for me to focus on one activity for a long 

time (10 min) 

H
o

m
e-

w
o

rk
 

co
n

fl
ic

t 

My devotion to work is usually in conflict with my 

devotion to family. 

Leung et al.(2005a, 2007a, 

2007b,2008b, 2010); Leung and 

Chan  (2010) 

Selected 

My devotion to work is usually in conflict with my 

devotion to family. 

Family problems often concern me (e.g. trouble 

with children & marriage). 

Leung et al. (2010); Ng et al. 

(2005); Bowen et al.(2013) 

Selected Family problems often concern me (e.g. trouble 

with children & marriage). 

 



Chapter 3  Research methodology 

62  

 

Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

My family or friends would like me to spend more 

time with them. 

Leung et al.(2005a ,2007a, 

2007b, 2008b, 2010) 

;Djebarni(1996); Haynes and 

Love  (2004); Leung and Chan  

(2010) 

Selected My family or friends would like me to spend more 

time with them. 

I often feel that nothing matters in life besides my 

job. 

Leung et al.(2005a) Selected I often feel that nothing matters in life besides my 

job. 

R
el

a
ti

o
n

sh
ip

 w
it

h
 o

th
er

s 
in

 w
o

rk
 

I have a good relationship with my superiors Cousins et al.(2004); Leung and 

Chan (2010); Leung et al. 

(2008c, 2010) ; Ng et al. (2005) 

Selected I have a good relationship with my superiors 

My subordinates are friendly Leung et al. (2008c, 2010); 

Lingard and Sublet ( 2002) 

Merged ---- 

My colleagues and I cooperate with team spirit Leung et al.(2008c, 2010) ; Love 

et al. (2010); Ismail and Teck-

Hong (2011) 

Selected My colleagues and I cooperate with team spirit 

There is friction or anger between colleagues Cousins et al. (2004); 

HSE(2007); Ismail and Teck-

Hong (2011) 

Merged ---- 

I always end up disagreeing with customers, co-

workers, supervisor, or management 

Turkinton (1998) Selected I always end up disagreeing with customers, co-

workers, supervisor, or management 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

I  often don‟t like or feel less liking for those with 

whom I am working 

Lingard and Sublet (2002); Ng 

et al. (2005) 

Merged ---- 

I do not have social contact with people at work. Leung et al. (2005a); Ismail and 

Teck-Hong (2011) 

Selected I do not have social contact with people at work. 

D
is

tr
u

st
 

My  colleagues at work are trustworthy Leung and Chan  (2010); Leung 

et al. (2008c, 2010); Love et al. 

(2010) 

Merged ---- 

I am not sure I have divided my time properly 

among task. 

Leung et al.(2005a, 2007a, 

2007b); Lingard and 

Sublet(2002) 

Selected I am not sure I have divided my time properly 

among task. 

There often seems to be a lack of trust between 

myself and my subordinates. 

Leung et al.(2005a, 2007a, 

2007b) 

Modified There often seems to be a lack of trust between me 

and my  colleagues . 

I seldom delegate tasks because of incomplete the 

tasks as well as I can. 

Leung et al. (2005a, 2007a, 

2007b);Djebarni (1996) ; 

Haynes and Love(2004) 

Selected I seldom delegate tasks because of incomplete the 

tasks as well as I can. 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

T
a

sk
 s

tr
es

so
r
s 

W
o

rk
 o

v
er

lo
a

d
 

I frequently work overtime (evenings and 

weekends) to finish my work. 

Djebarni(1996); Haynes and 

Love(2004); Leung and 

Chan(2010); Leung et al.(2007a, 

2008b); Ng et al.(2005); 

HSE(2007); Ismail and Teck-

Hong (2011) 

Selected I frequently work overtime (evenings and 

weekends) to finish my work. 

The tasks I have to work on are often urgent and 

have tight deadlines. 

Ibem et al. (2011); Leung  and 

Chan(2011) ; Ng et al. (2005); 

Ahuja  and Thatche (2005); 

Bowen et al.(2013) 

Selected The tasks I have to work on are often urgent and 

have tight deadlines. 

The project problems I have to handle are often 

complicated. 

Leung  and Chan  (2011); 

Lingard and Sublet ( 2002); 

Ahuja  and Thatche (2005) 

Selected The project problems I have to handle are often 

complicated. 

I have to put much effort into guiding my 

subordinates in their tasks. 

Leung  and Chan(2011) ; 

Lingard and Sublet( 2002); Ng 

et al. (2005); Ismail and Teck-

Hong (2011) 

Selected I have to put much effort into guiding my 

subordinates in their tasks. 

I am often required to work on multi-tasks at the 

same time. 

Ibem et al.(2011); Leung  and 

Chan(2011) ; Ng et al.(2005); 

Ismail and Teck-Hong (2011) 

Selected I am often required to work on multi-tasks at the 

same time. 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

There is constant pressure to work every minute, 

with little opportunity to relax. 

Leung et al.(2005a, 

2007a,2007b,2008b,2008c, 

2010); Cousins et al.(2004); 

Djebarni (1996); Haynes and 

Love  (2004); Leung and Chan 

(2010); Loosemore and 

Waters(2004); Ng et al. (2005); 

HSE(2007); Ismail and Teck-

Hong (2011) 

Selected There is constant pressure to work every minute, 

with little opportunity to relax. 

I often meet with team members and do not have 

enough time to myself. 

Leung et al. (2005a); Leung  and 

Chan  (2010, 2011) 

Selected I often meet with team members and do not have 

enough time to myself. 

I have a lot of responsibility in my job. Leung et al. (2005a, 2007a, 

2008c, 2010); HSE(2007) 

Selected I have a lot of responsibility in my job. 

 Researcher , Pilot study Added I work for long hours 

W
o

rk
 u

n
d

er
-l

o
a

d
 I frequently find my job boring and repetitive. Leung et al.(2005a, 2007a, 

2007b,2008b); Ng et al. (2005) 

Selected I frequently find my job boring and repetitive. 

I am given very little responsibility. Ibem et al. (2011); Leung and 

Chan  (2010); Leung et al. 

(2007b) 

Modified I am given very limited authority. 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

I feel my skills and abilities are not being used well. Leung et al.(2005a, 2007a, 

2007b, 2008b); Ibem et al. 

(2011); Leung and Chan  (2010); 

Ng et al. (2005) 

Selected I feel my skills and abilities are not being used well. 

I have opportunity to participate in decisions that 

affect my job. 

Ibem et al. (2011); Leung et al. 

(2007b,2008c) 

Selected I have opportunity to participate in decisions that 

affect my job. 

R
o

le
 c

o
n

fl
ic

t 

I am often caught by conflicting demands between 

different parties. 

Leung et al.(2005a, 2007a, 

2007b, 2008b, 2008c); Leung  

and Chan  (2010, 2011) 

Selected I am often caught by conflicting demands between 

different parties. 

I often have difficulty deciding between high 

productivity and high quality. 

Leung et al. (2005a); Turkinton 

(1998) 

Selected I often have difficulty deciding between high 

productivity and high quality. 

Things I do are often accepted by one person but 

not another. 

Leung et al. (2005a, 2010); 

Leung and Chan  (2010) 

Selected Things I do are often accepted by one person but not 

another. 

The organization provides information to enable 

employees to understand their role and 

responsibilities 

Cousins et al.(2004); Ng et al. 

(2005) 

Deleted ---- 

R
o

le
 

a
m

b
ig

u
it

y
 My goals and objectives are intangible and not 

clearly spelled out. 

Leung and Chan  (2010); Leung 

et al. (2010); Lingard and 

Sublet( 2002); Ng et al. (2005) 

Modified The organization  goals and objectives are 

intangible and not clearly spelled 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

Explanations of what has to be done are often 

unclear 

Cousins et al.(2004); Leung and 

Chan  (2010);  Leung et al. 

(2010); Ismail and Teck-Hong 

(2011) 

Selected Explanations of what has to be done are often 

unclear 

I understand exactly what is expected of me. Cousins et al.(2004); Leung et 

al. (2007b,2008b); Lingard and 

Sublet( 2002) 

Selected I understand exactly what is expected of me. 

P
h

y
si

ca
l 

P
o

o
r 

w
o

rk
in

g
 e

n
v

ir
o

n
m

en
t 

My office/workplace is abnormally noisy. Ibem et al. (2010); Leung et al. 

(2007a, 2007b, 2008b, 2008c, 

2010, 2011) 

Modified My office/workplace is abnormally noisy and 

crowded. 

My office/workplace is too crowded. Leung et al.(2005a, 2007a, 

2007b, 2008b, 2008c); Leung 

and Chan  (2010) 

Merged ---- 

It sometimes gets too hot or cold in my 

office/workplace. 

Ibem et al. (2011); Leung and 

Chan  (2010); Leung et al. 

(2008c, 2010) 

Selected It sometimes gets too hot or cold in my 

office/workplace. 

I have confidence in the medical services. Ibem et al. (2011); Leung  and 

Chan  (2011); Leung et al. 

(2010) 

Modified There is an adequate work services. 

There is often traffic congestion. Leung  and Chan  (2011) Merged ---- 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

My job is dangerous Leung et al.(2010); Love et 

al.(2010); Ng et al. 

(2005);HSE(2007) 

Selected My job is dangerous 

I have many interruptions and disturbances in my 

job. 

Leung et al.(2005a, 2008c) Merged ---- 

The lighting in office/workplace  is too dim Ibem et al. (2011); Leung et al. 

(2007b, 2010) 

Modified The lighting in office/workplace  is not suiTable. 

 Researcher Added There is a lack of technology use in my work 

P
o

o
r 

h
o

m
e 

en
v

ir
o

n
m

en
t 

My home environment needs adjustment to be 

comforTable. 

Leung et al. (2008c) Modified My home environment is not comforTable. 

I am not satisfied with my home environment. Leung et al. (2008c) Merged ---- 

 Researcher Added Home is far from my work and there is often traffic 

congestion. 

O
rg

a
n

iz
a

ti
o

n
a

l 

st
re

ss
o

rs
 

O
rg

a
n

iz
a

ti
o

n
a

l 

st
ru

ct
u

re
 

I usually characterize my organization as very 

hierarchical. 

Leung  and Chan  (2010, 2011); Modified I usually characterize my organization as very 

hierarchical in decision making. 

I am working in a politicized environment. Leung et al. (2008c) Selected I am working in a politicized environment. 

The company that I am working in is a bureaucratic 

one. 

Leung and Chan(2010); Leung 

et al. (2008c); Ng et al. (2005) 

Selected The company that I am working in is a bureaucratic 

one. 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

The company emphasizes paper work and 

documentation. 

Djebarni (1996);Haynes and 

Love (2004);Leung  and Chan  

(2011); Muthuvelayutham and 

Mohanasundaram(2012) 

Selected The company emphasizes paper work and 

documentation. 

I have to carry out the work in complicated work 

procedures. 

Leung  and Chan (2011); Ng et 

al. (2005) 

Selected I have to carry out the work in complicated work 

procedures. 

The organization has policies and procedures to 

adequately support employees. 

Cousins et al.(2004); HSE 

(2007) 

Selected The organization has policies and procedures to 

adequately support employees. 

I often dislike the organizational design and 

structure. 

Leung et al. (2005b, 

2006a,2011a); Djebarni (1996); 

Haynes and Love (2004); Ng et 

al. (2005) 

Deleted ---- 

A
u

to
n

o
m

y
 

I often have to consult other people before making 

a decision. 

Leung and Chan  (2010) Selected I often have to consult other people before making a 

decision. 

An overabundance of rules and policies do not 

allow me the freedom to make my own decisions or 

use my own ideas. 

Leung and Chan  (2010) Selected An overabundance of rules and policies do not 

allow me the freedom to make my own decisions or 

use my own ideas. 

Even small matters have to be referred upwards to 

someone higher up for the final answer when I 

could really deal with them adequately myself. 

Leung et al. (2007b, 2010) Selected Even small matters have to be referred upwards to 

someone higher up for the final answer when I 

could really deal with them adequately myself. 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

Any decision I make has to have my boss‟s 

approval. 

Ng et al. (2005); Leung et al.( 

2010); 

Merged ---- 

I am given insufficient authority to do my job 

properly. 

Leung et al.(2007b, 

2010);Lingard and Sublet(2002); 

Ng et al. (2005); HSE(2007); 

Ahuja  and Thatche (2005); 

Merged ---- 

R
ew

a
rd

 &
 T

re
a

tm
en

t 

My colleagues consider their pay to be unfair as 

compared to mine. 

Lingard and Sublet ( 2002) Selected My colleagues consider their pay to be unfair as 

compared to mine. 

The financial incentives and allowances provided 

by my company are generous. 

Lingard and Sublet(2002); 

Lingard and Sublet(2002); 

Loosemore and Waters(2004) 

Selected The financial incentives and allowances provided by 

my company are generous. 

My company provides adequate support for my 

work 

Leung et al. (2008c); HSE 

(2007) 

Selected My company provides adequate support for my 

work 

My company takes an interest in my career . Leung et al. (2008c); Loosemore 

and Waters(2004); Ng et 

al.(2005); HSE(2007) 

Modified My company takes an interest in my career  and 

encourage  advancement. 

My company provides me with sTable career and 

promotion opportunities. 

Leung et al. (2008c); Lingard 

and Sublet( 2002); Love et al. 

(2010); Ng et al. (2005) 

Selected My company provides me with sTable career and 

promotion opportunities. 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

I often feel unfair for the organization treatment. Leung et al.(2005a, 2007b, 

2008c, 2010); Love et al. (2010); 

Ng et al. (2005) 

Merged ---- 

I find the reward I get is relatively low when 

comparing with the external market. 

Leung et al. (2007b, 2010) Merged ---- 

I find the reward I get does not balance with the 

effort I pay 

Leung et al. (2007b, 2010);  

Ahuja  and Thatche(2005); 

Muthuvelayutham and 

Mohanasundaram (2012) 

Modified I find the reward I get is relatively low when 

comparing with the effort I pay or external market. 

There is not much opportunity for advancement Lingard and Sublet ( 2002); Ng 

et al. (2005) 

Merged ---- 

F
ee

d
b

a
ck

 

I can get feedback from my supervisor on how well 

I am doing. 

Ibem et al. (2011); Leung et al. 

(2007b, 2010);  HSE(2007) 

Modified I can get feedback from my supervisor on my job 

performance. 

It is hard to receive information from my supervisor 

on my job performance. 

Leung et al. (2007b, 2010); 

HSE(2007) 

Merged ---- 

I have no opportunity to find out how well I am 

doing on my job. 

Leung et al. (2007b, 2010) Selected I have no opportunity to find out how well I am 

doing on my job. 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

Part III Objective Stress Level 

O
b

je
ct

iv
e 

st
re

ss
 

M
ea

su
re

 o
f 

st
re

ss
 l

ev
el

 b
y

 R
o

-B
o

 

(R
u

st
O

u
t/

B
u

r
n

O
u

t)
 s

ca
le

 

The number of project deadlines Leung et al.(2005a, 2008a, 

2008b, 2010); Leung and Chen 

(2011a) 

Selected The number of project deadlines 

The degree to which my skills Selected The degree to which my skills 

The number of tasks Selected The number of tasks 

The level of difficulty in my work Selected The level of difficulty in my work 

The scope and  responsibility of my work Selected The scope and  responsibility of my work 

The number of projects Selected The number of projects 

The amount of work in an ordinary day Selected The amount of work in an ordinary day 

The number of people Selected The number of people 

The degree of complexity of work Merged ---- 

The quality of work Merged ---- 

Part IV Subjective Stress level 

B
u

rn
o

u
t 

E
m

o
ti

o
n

a
l 

e
x

h
a

u
st

io
n

 

I worry about work during my hours off. Leung et al. (2010); Love et al. 

(2010) 

Modified I worry about work all the time. 

I feel frustrated by my job. Hastings et al. (2004) Merged ---- 

I feel unhappy by my job. Love et al. (2010) Modified I feel unhappy and frustrated by my job. 

I feel emotionally drained from my work Leung et al. (2010); Hastings et 

al. (2004) 

Merged ---- 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

I feel used up at the end of the work day. Leung et al. (2010); Hastings et 

al. (2004) 

Modified I feel emotionally drained at the end of the work  

day 

I am fatigued in the morning as I face another day 

on the job. 

Leung et al. (2010); Hastings et 

al. (2004); Muthuvelayutham 

and Mohanasundaram (2012) 

Selected I am fatigued in the morning as I face another day 

on the job. 

Working with people directly causes too much 

stress 

Ng et al. (2005); Hastings et al. 

(2004) 

Modified Working with people directly  and every day causes 

too much stress 

Working with people all day really a strain Leung et al.(2008a); Leung and 

Chen (2011a); Ng et al. (2005); 

Hastings et al. (2004) 

Merged ---- 

R
ed

u
ce

d
 p

er
so

n
a

l 
a

ch
ie

v
em

en
t 

At my work, I feel confident that I am effective at 

getting things done 

Researcher Selected At my work, I feel confident that I am effective at 

getting things done 

I have accomplished many worthwhile things in 

this job. 

Leung et al. (2008a); Leung and 

Chen (2011a) 

Selected I have accomplished many worthwhile things in this 

job. 

I can create a relaxed atmosphere with clients Hastings et al. (2004); Leung et 

al. (2008a) 

Merged ---- 

I can deal effectively with clients‟ problems Hastings et al. (2004) Selected I can deal effectively with clients‟ problems 

I can positively influencing others‟ lives through 

my work 

Hastings et al. (2004) Merged ---- 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

I feel exhilarated after working with clients Hastings et al. (2004) Merged ---- 

I can understand how clients feel about things Hastings et al. (2004); 

Muthuvelayutham and 

Mohanasundaram (2012) 

Merged ---- 

I feel very energetic Hastings et al. (2004) Selected I feel very energetic 

D
ep

er
so

n
a

li
za

ti
o

n
 

I have become less interested in my work since I 

started this job 

Leung et al. (2008a); Leung and 

Chen (2011a); Lingard and 

Sublet( 2002) 

Selected I have become less interested in my work since I 

started this job 

I doubt the significance of my work. Muthuvelayutham and 

Mohanasundaram (2012) 

Selected I doubt the significance of my work. 

I feel more callous towards people since starting 

this job 

Hastings et al. (2004) Selected I feel more callous towards people since starting this 

job 

I treat clients as impersonal objects Hastings et al. (2004) Deleted ---- 

I worry that job is hardening me emotionally Hastings et al. (2004) Merged ---- 

Clients blame me for their problems Hastings et al. (2004) Selected Clients blame me for their problems 

I don‟t care what happens to some clients Hastings et al. (2004) Merged ---- 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

P
h

y
si

o
lo

g
ic

a
l 

S
tr

e
ss

 

P
h

y
si

ca
l/

p
sy

ch
o

lo
g

ic
a

l 

I often have headaches and migraines.  Leung and Chen (2011a); Leung 

et al. (2008a) 

Selected I often have headaches and migraines.  

I lose my appetite all the time when undertaking a 

time-limited project.  

Leung and Chen (2011a); Leung 

et al. (2008a) 

Selected I lose my appetite all the time when undertaking a 

time-limited project.  

I suffer from sleep disorder. Researcher Selected I suffer from sleep disorder. 

I have skin problems ( e.g., Skin irritations, 

psoriasis, rash, oily face, etc.). 

Leung and Chen (2011a); Leung 

et al. (2008a); 

Selected I have skin problems ( e.g., Skin irritations, 

psoriasis, rash, oily face, etc.). 

I have gastrointestinal disorders ( e.g., stomached, 

diarrhea, pain in abdomen, etc.)  

Leung and Chen (2011a); Leung 

et al. (2008a); 

Selected I have gastrointestinal disorders ( e.g., stomached, 

diarrhea, pain in abdomen, etc.)  

I have back pain sometimes Leung and Chen (2011a); Leung 

et al. (2008a); 

Selected I have back pain sometimes 

Part V Coping behavior strategies 

P
ro

b
le

m
-f

o
cu

se
d

 c
o

p
in

g
 

P
la

n
fu

l 
p

ro
b

le
m

 s
o

lv
in

g
 I know what had to be done, so I double my efforts 

to make things work. 

HSE(2008) Selected I know what had to be done, so I double my efforts 

to make things work. 

I come up with different solutions to the problems 

(e.g. time management, management skills 

enhancement, self compromise, etc.). 

Leung et al. (2003, 2006a) Selected I come up with different solutions to the problems 

(e.g. time management, management skills 

enhancement, self compromise, etc.). 

I make a plan of action and follow it. Aitken and Crawford (2007);  

Haynes and Love (2004) 

Merged ---- 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

I deal with the problem directly. Leung et al.(2012) Modified I deal directly and rationally with the problem. 

I deal rationally with problems. HSE (2008) Merged ---- 

I put extra attention on planning and scheduling 

rather than acting on impulse 

Leung et al. (2003, 2006a, 2012) Selected I put extra attention on planning and scheduling 

rather than acting on impulse 

Whenever I am stressed, I try to solve the problem 

as soon as possible 

HSE (2008) Selected Whenever I am stressed, I try to solve the problem 

as soon as possible 

P
o

si
ti

v
e 

re
a

p
p

ra
is

a
l 

I think about the event and learn from my mistake. Leung et al. (2003, 2006a); 

HSE(2008) 

Selected I think about the event and learn from my mistake. 

I come out of the experience better than when I 

went in 

Leung et al. (2003, 2006a) Selected I come out of the experience better than when I 

went in 

I appraise the problem again and again to see 

whether there are any controllable variables, either 

about the personal or environmental problems 

Aitken and Crawford (2007); 

Haynes and Love  (2004); Leung 

et al.(2012) 

Selected I appraise the problem again and again to see 

whether there are any controllable variables, either 

about the personal or environmental problems 

C
o

n
fr

o
n

ti
v

e 

co
p

in
g

 

I express anger to the person who caused the 

problem 

Haynes and Love  (2004) Selected I express anger to the person who caused the 

problem 

I try to get the person responsible to change his or 

her mind. 

Haynes and Love  (2004) Selected I try to get the person responsible to change his or 

her mind. 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

S
ee

k
in

g
 (

in
st

ru
m

en
ta

l)
so

ci
a

l 
su

p
p

o
rt

 

I talk to someone who could do something concrete 

about the problem. 

Leung et al. (2003, 2006a) Merged ---- 

I talk to someone to find out more about the 

situation. 

Leung et al. (2003, 2006a) Selected I talk to someone to find out more about the 

situation. 

I consult my friends and colleagues for opinions 

and ideas for my problems 

Haynes and Love  (2004); Leung 

et al. (2006a) 

Merged ---- 

I consult my boss / supervisor directly to ask for 

suggestions and draw support 

Leung et al. (2003, 2006a) Modified I consult my boss, supervisor,  friends or colleagues 

to ask for suggestions and  ideas for my problems 

If I failed to solve it on my own, I share the 

problem with those who are able to and have 

experienced it before 

Leung et al. (2003, 2006a, 2012) Selected If I failed to solve it on my own, I share the problem 

with those who are able to and have experienced it 

before 

E
m

o
ti

o
n

-f
o

cu
se

d
 

co
p

in
g

 

S
ee

k
in

g
 e

m
o

ti
o

n
a

l 

su
p

p
o

rt
 

I try to get emotional support from colleagues, 

friends, or relatives. 

Leung et al.(2012) Selected I try to get emotional support from colleagues, 

friends, or relatives. 

I talk to someone about how I was feeling. Leung et al. (2003, 2006a) Selected I talk to someone about how I was feeling. 

I express my feeling to my family. Leung et al. (2003, 2006a) Merged ---- 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

A
cc

ep
ti

n
g

 r
e
sp

o
n

si
b

il
it

y
 A

v
o

id
a

n
ce

/E
sc

a
p

is
m

/D
en

ia
l 

I make a promise to myself that things would be 

different next time. 

HSE(2008) Modified I try to keep my feelings to myself and promise that 

things would be different next time. 

I take ultimate responsibility if things go wrong. Haynes and Love  (2004); 

Lingard and Sublet( 2002) 

Modified I take ultimate responsibility and blame myself if 

things go wrong. 

I criticize or blame myself when things go wrong. Aitken and Crawford (2007); 

Lingard and Sublet( 2002) 

Merged ---- 

I try to keep my feelings to myself. Turkinton (1998) Merged ---- 

I wish that the situation would go away or 

somehow be over. 

Turkinton (1998) Modified I wish that the situation would continue for a while 

and will be over. 

I have fantasies about how things might turn out. Turkinton (1998) Deleted ---- 

 Pilot study Added I keep others from knowing how bad things were 

I don‟t let it go to me and refuse to think about it 

too much. 

Turkinton (1998) Merged ---- 

I go on as if nothing had happened. Researcher Modified I go on as if nothing had happened and refuse to 

think about it too much. 

I avoid phone calls during non-office hours  to get 

rid of the problem. 

Haynes and Love  (2004); Leung 

et al.(2012) 

Selected I avoid phone calls during non-office hours  to get 

rid of the problem. 

I don‟t let the problem get to me by refusing tasks 

assigned from others 

Leung et al.(2012) Modified I refuse tasks assigned from others 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

I get busy with other things to keep my mind off the 

problem. 

Leung et al. (2003, 2006a, 2010) Merged ---- 

I escape from stress by thinking of relaxing and 

happy things. 

Haynes and Love  (2004) Selected I escape from stress by thinking of relaxing and 

happy things. 

S
el

f-

co
n

tr
o

ll
in

g
 I act calmly in pressured situations  Leung et al.(2012); HSE (2008) Merged ---- 

I can deal with emotional problems calmly at work Haynes and Love  (2004) Modified I can deal with problems calmly at work 

E
m

o
ti

o
n

a
l 

d
is

c
h

a
rg

e
 

I try to lose myself for a while by smoking. Leung et al. (2003, 2006a, 2010) Selected I try to lose myself for a while by smoking. 

Eating helps to discharge my negative emotions Leung et al. (2003,2006a,2010) Selected Eating helps to discharge my negative emotions 

I try to make myself feel better by taking rest. Leung et al.(2012) Modified I try to make myself feel better by taking rest, going 

for a walk, doing exercise, reading or listening to 

music. 

I try to make myself feel better by going for a walk. Leung et al.(2012) Merged ---- 

I try to make myself feel better by listening to 

music. 

Leung et al.(2012) Merged ---- 

I try to make myself feel better by doing exercise Leung et al.(2012) Merged ---- 

I try to make myself feel better by reading. Leung et al.(2012) Merged ---- 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

I get upset and let my emotions out Leung et al. (2003, 2006a) Selected I get upset and let my emotions out 

I try to find comfort in my religion Aitken and Crawford (2007); 

Leung et al. (2003,2006a) 

Selected I try to find comfort in my religion 

I sometimes discharge my negative emotions by 

scolding others 

Leung et al.(2012) Selected I sometimes discharge my negative emotions by 

scolding others 

I sometimes cry to let my emotion out Leung et al.(2012) Selected I sometimes cry to let my emotion out 

Part VI  Job Performance 

P
er

fo
rm

a
n

ce
 

T
a

sk
 p

er
fo

rm
a

n
ce

 

Effective  schedules and  plan are to get things done 

on time 

Leung et al. (2005b, 2006a, 

2008a); Leung and Chen 

(2011a) 

Selected Effective  schedules and  plan are to get things done 

on time 

Controlling the project sum within the budget. Leung et al. (2005b,2006a); 

Leung and Chen (2011a) 

Selected Controlling the project sum within the budget. 

Making right decisions. HSE(2008) Selected Making right decisions. 

Meeting the clients‟ requirements easily. Leung et al. (2005b, 

2006a,2008a); Leung and Chen 

(2011a) 

Selected Meeting the clients‟ requirements easily. 

 Pilot study Added High work productivity . 

Good critical thinking for tasks. Researcher Selected Good critical thinking for tasks. 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

In
te

rp
er

so
n

a
l 

p
er

fo
rm

a
n

ce
 

The relationship between my colleagues and me. Leung et al. (2005b, 2006a, 

2008a); Leung and Chen 

(2011a) 

Selected The relationship between my colleagues and me. 

I can get along with others at work well. Leung et al. (2005b, 2006a, 

2008a); Leung and Chen 

(2011a); Lingard and Sublet( 

2002) 

Selected I can get along with others at work well. 

Respect for those we are working together with. Leung et al. (2005b, 2006a) Modified Respect and trust for those we are working together 

with. 

Feeling trust about people who work with me. Leung et al. (2005b, 2006a) Merged ---- 

 Pilot study  Added Honesty in your work 

O
rg

a
n

iz
a

ti
o

n
a

l 

p
er

fo
rm

a
n

ce
 

 To be proud to tell others that you are belong to 

this company. 

Leung et al. (2005b, 2006a); 

Ismail and Teck-Hong (2011) 

Selected  To be proud to tell others that you are belong to this 

company. 

The achieving of your personal goals. Leung et al. (2005b, 2006a, 

2008a); Leung and Chen 

(2011a); Muthuvelayutham and 

Mohanasundaram(2012) 

Selected The achieving of your personal goals. 
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Table 3.3:  List of selected factors and questions for final questionnaire (Cont.) 
V

a
ri

a
b

le
 

F
a

c
to

r 
Questions from literature Source Comments Selected questions for this study 

 Having the intention to leave this company. Leung et al. (2005b, 2006a, 

2008a); Leung and Chen 

(2011a) 

Selected  Having the intention to leave this company. 

Accepting any kind of job assignment so as to keep 

the organization working. 

Leung et al. (2005b, 2006a) Selected Accepting any kind of job assignment so as to keep 

the organization working. 

The difference between my values and the 

organization‟s value. 

Leung et al. (2005b, 2006a); 

Ismail and Teck-Hong (2011) 

Selected The difference between my values and the 

organization‟s value. 

 

 

As a summary, one hundred and seventy nine attributes were identified from literature review and researcher within five parts. Through pilot 

study, 25 of them were modified and 39 were merged. Another five attributes were added by pilot study to cover some missing aspects. 

Professionals involved in pilot study recommended keeping the remaining 94 attributes as they extracted from literature review. The final 

questionnaire consisted of one hundred and thirty six items. 
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3.9 Post-survey interviews 

In order to have a comprehensive analysis and to cross-validate the results of the 

quantitative data collection, personal interviews were carried out to obtain more in-depth 

information from the interviewees. Individual interview focuses on the interaction between an 

individual interviewer and a single interviewee. In order to collect more extensive and deep-

seated data and to capture the instant responses, reactions, and emotions of the interviewees, 

a face-to-face interview lasting for approximately half an hour was conducted in the current 

study. Five cases were conducted among Gaza Strip construction professionals (GS-CPs)  

participating in five different representative construction projects in main Governorates in 

Gaza Strip , including Gaza, North , Middle, Khan Younis,  and Rafah. Individual interviews 

with 12 respondents were conducted according to schedule illustrated in Table 3.4.  

Table 3.4: Personal interview framework 

Group Questions 

Stressors  

(Part I of the questionnaire) 

What characteristics (personal, task, organizational, and 

physical) caused your stress?  

Stress level (Part II and III of the questionnaire) How does stress manifest in you? 

Coping behaviors (Part V of the questionnaire) Personally, what do you do when you are under stress? 

Stress consequences on (Performances) 

(Part V I of the questionnaire) 

 

What are the consequences of stress? 

 

Similar to the data collection method used by the questionnaire, the personal interviews 

conducted with each interviewee were organized under the same structured framework. This 

interview design aimed to enable a systemic qualitative data collection and analysis. With 

regard to the previous stress research studies among construction professionals (Chan, 2008; 

Leung and Chan, 2011; Leung et al., 2008a, 2010, 2011, 2011a) 6), the interview questions 

focused on the stressors, stress, coping behaviors, and performance. Interviewees were all invited 

to answer the questions based on their work and life in the projects they participated in 

respectively. The questions included: 

1) What characteristics (personal, task, organizational, and physical) caused you stress? 

This section aims to explore the stressors leading to stress of Gaza Strip construction 

professionals. Based on the extensive stress studies (refer to the Chapter 2) and the research 

conceptual framework (refer to Chapter 1), the interview framework was designed to include 

four aspects, which were personal, task, organization, and physical. 
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2) How does stress manifest in you? 

Stress can manifest among individuals in different ways, which normally include job 

stress, emotional stress, and physical stress. Therefore, this question aimed to explore the 

stress experience of GS-CPs. 

3) Personally, what do you do when you are under stress? 

This question focused on the coping behaviors adopted by Gaza Strip construction 

professionals. In general, there are two types of coping behaviors, which are problem-focused 

and emotional focused.  

4) What are the consequences of stress? 

This question focuses on the consequences of stress for Gaza Strip construction 

professionals. The extensive literature review supported the influences of stress on the 

various performances of construction professionals. The performance affected generally 

included task performance, interpersonal performance, organizational performance, and so 

on. 

3.10 Data analysis method 

To enhance the external validity, perceived reliability, and optimize a balance between the 

depth and breadth of the research, a combination of several qualitative and/or quantitative 

methods, was adopted in the current research (Muskat et al., 2012; Fellows and Liu, 2008). In 

fact, qualitative and quantitative research methods were two major types of data collection and 

analysis methods adopted in behavior and management research studies. Qualitative methods 

aimed to seek how and why things happen, which was suiTable for in-depth study like group and 

personal interviews, while quantitative methods attempt precise measurement of variables, which 

was suitable for questionnaire survey data analysis. Hence, a triangulation method, 

incorporating both qualitative and quantitative studies, was adopted in the current study. 

Quantitative and qualitative research methods were taken out by questionnaire surveys 

and personal interviews in the further stage of study simultaneously. Therefore, in view of the 

characteristics of both methods, a quantitative research method was chosen for this first stage 

of study to describe and predict the causal relationships between various stressors, stress and 

coping variables of construction professionals. In the second stage of this research, personal 

interviews were used to cross-validate the quantitative results. In this way, the possibility of 

distortion of data was minimized. 
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3.11 Quantitative data analysis using SPSS 

SPSS 20 (Statistical Package for the Social Sciences) for Windows contains a broad range 

of capabilities for the entire analytical process. The decision-making information can quickly 

be generated by using powerful statistics, to understand and present the results with tabular 

and graphical output, and share the results using a variety of reporting methods. By using this 

software, five kinds of data analysis techniques were adopted in this study: 

1. Factor Analysis. 

2. Relative Importance Index (RII) 

3. Nonparametric Tests (Sign test , Mann-Whitney test, Kruskal-Wallis test). 

4. Spearman correlation coefficient for Validity. 

5. Cronbach's Alpha for Reliability Statistics. 

6. Frequency and Descriptive analysis. 

3.11.1 Data measurement 

In order to be able to select the appropriate method of analysis, the level of measurement 

must be understood. For each type of measurement, there was/were an appropriate method/s 

that can be applied and not others. In this research, ordinal scales were used. Ordinal scale is 

a ranking or a rating data that normally uses integers in ascending or descending order. The 

numbers assigned to the important (1, 2, 3, 4, 5) do not indicate that the interval between 

scales are equal, nor do they indicate absolute quantities. They are merely numerical labels 

(Naoum, 2007). Likert scales (originally devised by R. Likert in 1932) which were used in 

this questionnaire, are devices to discover strength of feeling or attitude towards a given 

statement or series of statements and the implication here is that the higher the category 

chosen, the greater the strength of agreement, but care has to be taken not to read too much in 

these ranked scales. They are usually a three, five or seven-point range and ask respondents 

to indicate rank order of agreement or disagreement by circling the appropriate number (Bell, 

2005).  For this study, the five-point scale was chosen. (refer to Appendix II an Appendix III 

for used scales).  

3.11.2 Factor analysis    

Factor analysis is a data reduction statistical technique which is used to reduce a set of 

variables to a smaller number of variables or factors (Fellows and Liu, 2008).  To achieve this 

aim, SPSS 20 would examine the pattern of inter-correlations between the variables and 

whether there are subsets of variables that correlate highly with each other. It is used to 
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reduce a large number of related variables to a more manageable number, prior to using them 

in other analyses such as correlation or multiple regressions (Kaiser, 1974). 

In order to evaluate the adequacy of the survey data to factor analysis, Kaiser-Meyer-

Oklin (KMO) test of Sphericity and Bartlett's test were used. The value of (KMO) represents 

the ratio of squared correlation between variables to the squared partial correlation between 

variables. It varies from 0 to 1. A value close to 1 indicates that pattern of correlation was 

relatively compact and hence factor analysis should give distinct and reliable results. A 

minimum value of 0.5 has been suggested (Kaiser, 1974).  Values of higher than 0.5 were 

recommended by Laiser (cited in chan, 2008:79) 

Generally, there are two types of factor analysis methods: exploratory factor analysis and 

confirmatory factor analysis. Exploratory factor analysis was often used in the early stages of 

research to explore the inter-relationships among a set of variables, while a confirmatory 

technique was used in the later part of the research to confirm the specific hypotheses or 

theories concerning the structure of a set of variables. In this study, the exploratory factor 

analysis method was firstly applied by SPSS followed by confirmatory factor analysis to test 

the hypotheses related to each objective. 

3.11.3 The relative importance index 

The relative importance index method (RII) was used to determine the ranks of all 

performance factors. The relative importance index was computed as (Sambasivan and Soon, 

2007):  

W
RII

A N





 

where: 

W is the weighting given to each factor by the respondents (ranging from 1 to 5) 

A = the highest weight (i.e. 5 in this case)  

N = the total number of respondents 

The RII value had a range from 0 to 1 (0 not inclusive), the higher the value of RII, the 

more impact of the attribute. However, RII doesn‟t reflect the relationship between the 

various attributes. 

3.11.4 Non-parametric test 

Non-parametric methods were widely used for studying populations that take on a ranked 

order. The use of non-parametric methods may be necessary when data have a ranking but no 

clear numeric interpretation, or for data on ordinal scale non-parametric methods make fewer 
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assumptions; their applicability is much wider than the corresponding parametric methods. In 

particular, they may be applied in situations where little is known about the application in 

question. Also, due to the reliance on fewer assumptions, non-parametric methods are more 

robust. 

Another justification for the use of non-parametric methods is simplicity. In certain cases, 

even when the use of parametric methods was justified, non-parametric methods may be 

easier to use. Due both to this simplicity and to their greater robustness, non-parametric 

methods were seen by some statisticians as leaving less room for improper use and 

misunderstanding. 

Sign test was used to determine if the mean of a paragraph was significantly different 

from a hypothesized value 3 (Middle value of Likert scale). If the P-value (Sig.) is smaller 

than or equal to the level of significance, 0.05   then the mean of a paragraph was 

significantly different from a hypothesized value 3. The sign of the Test value indicates 

whether the mean is significantly greater or smaller than hypothesized value 3. On the other 

hand, if the P-value (Sig.) is greater  than the level of significance, 0.05  , then the mean a 

paragraph is insignificantly different from a hypothesized value 3. 

Mann-Whitney test was used to examine if there was a statistical significant difference 

between two means among the respondents toward the work stress among professionals in 

the construction projects in Gaza Strip due to (Age, gender, educational level, type of 

company… etc.). 

Kruskal-Wallis test was used to examine if there was a statistical significant difference 

between several means among the respondents toward the work stress among professionals in 

the construction projects in Gaza Strip due to (marital status, number of children, profession, 

number of staff in the company, experience in the organization, experience in construction 

industry, project nature, and location). 

3.11.5 Validity of questionnaire 

Statistical Validity of the Questionnaire refers to the degree to which an instrument 

measures what it is supposed to be measuring (Pilot and Hungler,1985). Validity has a 

number of different aspects and assessment approaches.  

To insure the validity of the questionnaire, two statistical tests should be applied. The first 

test is Criterion-related validity test (Spearman test) which measureed the correlation 

coefficient between each paragraph in one field and the whole field. The second test was 
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structure validity test (Spearman test) that used to test the validity of the questionnaire 

structure by testing the validity of each field and the validity of the whole questionnaire. It 

measures the correlation coefficient between one filed and all the fields of the questionnaire 

that have the same level. 

3.11.5.1 Criterion related validity                     

Internal consistency of the questionnaire was measured by a scouting sample, which 

consisted of 30 questionnaires through measuring the correlation coefficients between each 

paragraph in one field and the whole filed.  

Tables in Appendix I from 1 to 25 clarified the correlation coefficient for each paragraph 

of each filed and the total of the field. The p-values (Sig.) are less than 0.05, so the 

correlation coefficients of this field were significant at α = 0.05,  so it can be said that the 

paragraphs of each field were consistent and valid to measure what it was set for.  

3.11.5.2 Structure validity of the questionnaire                          

Structure validity was the second statistical test that used to test the validity of the 

questionnaire structure by testing the validity of each field and the validity of the whole 

questionnaire. It measures the correlation coefficient between one filed and all the fields of 

the questionnaire that have the same level of liker scale.  

Table (3.5) clarifies the correlation coefficient for each filed and the whole questionnaire. 

The p-values (Sig.) were less than 0.05, so the correlation coefficients of all the fields were 

significant at α = 0.05, so it can be said that the fields were valid to measure what it was set 

for to achieve the main aim of the study.  

Table 3.5:  Correlation coefficient of each field and the whole of questionnaire (Cont.) 

No. Field 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  Personality- home-work Conflict .569(*) 0.000 

2.  Relationship with others in work .293(*) 0.000 

3.  Distrust .512(*) 0.000 

4.  Work overload .776(*) 0.000 

5.  Role stressors (conflict / ambiguity) .492(*) 0.000 

6.  Work under-load .612(*) 0.000 

7.  Poor home / working environment .915(*) 0.000 

8.  Dangerous environment .612(*) 0.000 

9.  Organizational policies, treatment & reward .775(*) 0.000 

10.  Autonomy .222(*) 0.001 

11.  Organizational structure .544(*) 0.000 

12.  Emotional Exhaustion .619(*) 0.000 
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Table 3.5:  Correlation coefficient of each field and the whole of questionnaire (Cont.) 

No. Field 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

13.  Depersonalization .740(*) 0.000 

14.  Reduced Personal Achievement .567(*) 0.000 

15.  Planful / positive reappraisal problem solving .700(*) 0.000 

16.  Seeking social instrumental support .805(*) 0.000 

17.  Confrontive coping .438(*) 0.000 

18.  
Accepting responsibility / Denial / Emotional 

discharge 
.651(*) 0.000 

19.  Avoidance / Escapism .690(*) 0.000 

20.  Seeking emotional support .370(*) 0.000 

21.  Interpersonal Performance .776(*) 0.000 

22.  Task Performance .813(*) 0.000 

23.  Organizational Performance .492(*) 0.000 

* Correlation is significant at the 0.05 level 

3.11.6 Reliability analysis 

Reliability aimed to examine the quality of measurement. It was the "consistency" or 

"repeatability" of the analysis. The primary goal was the accuracy of the measures of the 

dependent variable (in a correlation study both the independent and dependent variable 

should be examined). Reducing sources of measurement error was the key to enhance the 

reliability of the data. Reliability was typically assessed by one of the two ways: (1) Internal 

consistency - Precision and consistency of test scores on one administration of a test and (2) 

Stability - Precision and consistency of test scores over time (test-retest). One of the most 

commonly used indicators of reliability analysis was Cronbach‟s alpha coefficient. Its scale 

should be above 0.6 as stated by Hair et al. and Pallant (cited in chan, 2008:77 ). 

The reliability of an instrument was the degree of consistency which  measures the 

attribute it was supposed to be measuring (Polit & Hunger,1985). The less variation an 

instrument produces in repeated measurements of an attribute, the higher its reliability. 

Reliability can be equated with the stability, consistency, or dependability of a measuring 

tool. The test was repeated to the same sample of people on two occasions and then compared 

the scores obtained by computing a reliability coefficient (Polit & Hunger, 1985). 

Cronbach’s Coefficient Alpha                           

This method was used to measure the reliability of the questionnaire between each field 

and the mean of the whole fields of the questionnaire. The normal range of Cronbach‟s 

coefficient alpha value between 0.0 and + 1.0 (Richard and Anita, 2008), and the higher 
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values reflects a higher degree of internal consistency. The Cronbach‟s coefficient alpha was 

calculated for each field of the questionnaire. 

Note: According to the test, one statement was eliminated:  The statement #39 “There is an 

adequate work services” from field poor home / working environment because the value of 

spearman correlation coefficient equals -0.056 with P-value (sig.) = 0.227 which was greater 

than the level of significance α = 0.05. 

Table (3.5) showed the values of Cronbach's Alpha for each filed of the questionnaire and the 

entire questionnaire. For the fields, values of Cronbach's Alpha were in the range from 0.480 

and 0.944. This range was considered high; the result ensured the reliability of each field of 

the questionnaire. Cronbach's Alpha equals 0.855 for the entire questionnaire which indicated 

an excellent reliability of the entire questionnaire. 

Table 3.6:  Cronbach's Alpha for each filed of the questionnaire and the entire questionnaire (Cont.) 

No. Field 
Cronbach's 

Alpha 

1.  Personality- home-work Conflict 0.893 

2.  Relationship with others in work 0.636 

3.  Distrust 0.823 

 (Inter-) Personal Stressors 0.658 

4.  Work overload 0.920 

5.  Role stressors (conflict / ambiguity) 0.858 

6.  Work under-load 0.812 

 Task Stressors 0.885 

7.  Poor home / working environment 0.877 

8.  Dangerous environment 0.506 

 Physical Stressors 0.850 

9.  Organizational policies, treatment & reward 0.663 

10.  Autonomy 0.888 

11.  Organizational structure 0.480 

 Organization Stressors 0.592 

 Part II : Stressors 0.859 

 Part III : Objective stress level 0.928 

12.  Emotional Exhaustion 0.852 

13.  Depersonalization 0.882 

14.  Reduced Personal Achievement 0.834 

 Burnout 0.850 

 Physical / Physiological stress 0.850 

 Part IV: Subjective stress level 0.865 

15.  Planful / positive reappraisal problem solving 0.905 

16.  Seeking social instrumental support 0.944 

17.  Confrontive coping 0.908 

 Problem-focused Coping Behavior 0.894 
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Table 3.6:  Cronbach's Alpha for each filed of the questionnaire and the entire questionnaire (Cont.) 

No. Field 
Cronbach's 

Alpha 

18.  Accepting responsibility / Denial / Emotional discharge 0.870 

19.  Avoidance / Escapism 0.856 

20.  Seeking emotional support 0.764 

 Emotion-focused Coping Behavior 0.813 

 Part V : Coping behavior strategies 0.876 

21.  Interpersonal Performance 0.940 

22.  Task Performance 0.884 

23.  Organizational Performance 0.798 

 Part VI: Job performance 0.896 

Thereby, it can be said that the researcher proved that the questionnaire was valid, 

reliable, and ready for distribution for the population sample. 

3.12 Summary 

This chapter described the detailed adopted methodology of research. It included the 

primary research framework for the study, details of research period, location, population, 

and sample size. The questionnaire design was detailed including the initial draft that was 

modified and refined through pilot study. Quantitative data analysis techniques, which 

include factor analysis, reliability test, and Pearson correlation analysis, were designed to be 

applied by the instruments of SPSS. For the purposes of testing the research validity, 

reliability, and adequacy of methods used in analysis, different statistical tests were used and 

explained in details. The post-survey interviews schedule was sit corresponding to the final 

questionnaire parts adopted in the main survey.   
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Chapter 4: Results and discussion 

4.1  Introductions 

This chapter included analysis and discussion of the results that have been collected from 

field surveys. Data was analyzed using SPSS including descriptive and inferential statistical 

tools. In this study factor analysis was performed after accepted reliability tests. One hundred 

and eighty three questionnaires respondents from contractor firms were considered. The 

results of the questionnaire survey were validated by personal interviews with twelve 

interviewees from different five projects. This chapter included the personal information and 

profile of the respondents, quantitative analysis of questionnaire field survey, contextual 

qualitative analysis of personal interviews, and finally the summary framework of the results.    

4.2 Demographic survey of respondents 

The target respondents of the questionnaire survey were construction professionals in 

Gaza Strip. Three hundred and thirty two questionnaires of survey were distributed on the 

construction professionals in various sectors. This section analyzed the personal 

characteristics of 183 respondents who returned valid questionnaire for study. From the 

respondents, there were 18.6% project managers, 55.2% engineers and 11.5 % architects, 

while the rest included supervisors, directors, project coordinators, and so on. About 44.8% 

of the respondents were aged between 20 and 30. The majority of respondents had less than 

10 years of working experience in the construction industry. However, only 11.5% of the 

respondents had more than 20 years of working experience in the organization (see Table 

4.1). 

Table 4.1: Background information of respondents Cont.  

General information Categories Frequency Percentage 

Respondent age (years) Less than 20  3 1.6 

 20 – < 30 82 44.8 

 30 – < 40 68 37.2 

 40 – < 50 22 12.0 

 More than 50 8 4.4 

 Total 183 100.0 

Respondent gender Male 164 89.6 

 Female 19 10.4 

 Total 183 100.0 

No. of Children: 0 71 38.8 

 1 10 5.5 

 2 13 7.1 

 3 49 26.8 

 



Chapter 4  Results and discussion 

93  

 

Table 4.1: Background information of respondents Cont.  

General information Categories Frequency Percentage 

 > 3 40 21.9 

 Total 183 100.0 

Respondent educational level High Diploma 17 9.3 

 Bachelor Degree. 124 67.8 

 Master Degree 28 15.3 

 High Certificate 10 5.5 

 Others 4 2.2 

 Total 183 100.0 

Type of Company Main Contractor 75 64.1 

 Sub-contractor 42 35.9 

 Total 117 100.0 

Respondent profession Project Manager 34 18.6 

 Civil Engineer 101 55.2 

 Supervisor 17 9.3 

 Architect 21 11.5 

 Others 10 5.5 

 Total 183 100.0 

Number of Staff in the Company Less than 20 64 35.0 

 21-50 56 30.6 

 51-100  32 17.5 

 More than 100 31 16.9 

 Total 183 100.0 

Working experience in the organization Less than 5 years 101 55.2 

 5-10 years 46 25.1 

 11-15 years 15 8.2 

 More than 15 years 21 11.5 

 Total 183 100.0 

Working experience in the industry Less than 5 years 89 48.6 

 5-10 years 49 26.8 

 11-15 years 16 8.7 

 More than 15 years 29 15.8 

 Total 183 100.0 

Project nature Buildings 91 49.7 

 Roads 44 24.0 

 Maintenance 19 10.4 

 Infra structure 26 14.2 

 Others 3 1.6 

 Total 183 100.0 

Location/ Governorate North 24 13.1 

 Gaza 96 52.5 

 Middle 35 19.1 

 Khan Younes 19 10.4 

 Rafah    9 4.9 

 Total 183 100.0 
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Objective 1 

Identification and ranking the key stressors among Gaza Strip 

construction professionals 
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4.3 Discussion of key stressors results  

As categorized in the second part of the questionnaire, there were four groups of stressors 

(i.e. personal stressors, task stressors, organizational stressors and physical stressors). In this 

section, each type of stressors suffered by construction professionals in Gaza Strip was 

handled separately to identify and group the most important key stressors. Factor analysis 

were used to examine the relationships among the attributes in attempt to reduce the number 

of them into a small number of factors. In this analysis, attributes with factor loading less 

than 0.5 were considered invalid and were deleted from the factors. Factors with Cronbach‟s 

alpha value from the reliability test lower than 0.6 were also excluded from the analysis as 

stated by Hair et al. and Pallant (cited in chan, 2008:77). Kaiser-Meyer-Oklin values of 

higher than 0.5 were recommended by Laiser (cited in chan, 2008:79). Hypotheses testing 

were included to each stressor separately. 

4.3.1 Discussion of personal stressors results  

In this part, respondents identified personal stressors using a five-point Likert scale. The 

outcomes of analysis from SPSS showed the standard deviation, RII (Relative Importance 

Index), test values for each factor and related attributes, and the ranks of factors, the most 

important factors were discussed. Factor analysis was used to minimize the results into 

smaller number of factors. 

4.3.1.1 Identification and ranking of the personal stressors attributes among Gaza Strip 

construction professionals 

A list of 16 attributes related to personal stressors was adopted from literature and pilot 

study. These attributes were subjected to the views of respondents and the outcomes of the 

analysis was shown in Table (4.2). 

Table 4.2: RII ranks and Test value for personal stressors (Cont.) 

Attribute 
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I enjoy competition and feel I always have to win. 4.04 80.88 0.78 11.08 0.000* 1 

I am an achievement-oriented person. 4.02 80.44 0.80 11.02 0.000* 2 

I often feel that nothing matters in life besides my 

job.  
3.65 72.97 1.18 5.75 0.000* 3 

My devotion to work is usually in conflict with my 

devotion to family 
3.33 66.56 1.13 4.35 0.000* 4 
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Table 4.2: RII ranks and Test value for personal stressors (Cont.) 

Attribute 
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People sometimes say that I easily lose my temper 3.14 62.84 1.12 3.00 0.001* 5 

Family problems often concern me (e.g. trouble with 

children & marriage). 
3.02 60.44 1.23 1.65 0.050* 6 

It is hard for me to focus on one activity for a long 

time (10 mins) 
2.91 58.13 1.13 -0.09 0.465 7 

I always end up disagreeing with customers, co-

workers, supervisor, or management 
2.20 44.07 1.03 -7.81 0.000* 8 

I am not sure I have divided my time properly among 

task. 
2.09 41.76 1.08 -8.14 0.000* 9 

My subordinates are friendly 2.03 40.66 0.96 -9.83 0.000* 10 

My colleagues and I cooperate with team spirit 2.02 40.44 0.90 -10.42 0.000* 11 

I do not have social contact with people at work. 2.02 40.33 1.18 -8.78 0.000* 12 

There often seems to be a lack of trust between me 

and my colleagues 
1.78 35.69 0.97 -10.51 0.000* 13 

I have a good relationship with my superiors 1.70 34.03 0.75 -12.07 0.000* 14 

All attributes of personal stressors 2.72 54.32 0.36 -8.16 0.000*  

*The mean is significantly different from 3               

 SD: Standard Deviation           

 RII: Relative importance index 

 

The results indicated that the attribute “I enjoy competition and feel I always have to 

win” with a mean index of 4.04 and relative importance index of RII 80.88% was ranked 

first. This was closely followed by “I am an achievement-oriented person” with a mean 

index of 4.02 and relative importance index  of  RII 80.44% as the second ranked attribute, 

while “I often feel that nothing matters in life besides my job” with a mean index of 3.65 and 

relative importance index  of  RII 72.97% was rated third. The results also showed marginal 

difference of importance between the first two ranked attributes. These two attributes 

reflected the personal traits of individual. This means that the personality of the construction 

professional was identified as the most important factor affecting the personal stress they 

suffered. 

4.3.1.2 Discussion of factor analysis results of  personal stressors. 

As categorized in the second part of the questionnaire, the four groups of stressors (i.e. 

personal stressors, task stressors, organizational stressors and physical stressors) were 
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subjected to principal factor analysis. This part discussed the factor analysis results of the 

first group of regarding personal stressors. 

The data gathered were factor-analyzed to examine the inter-relationships among the 16 

attributes in attempt to reduce the number of them into a small number of factors. Fourteen 

attributes were selected and this reflected that the attributes were strong so there were few 

number of redundant and irrelevant attributes. First data suitability was assessed using a 

measure of sampling adequacy. Table (4.3) showed that Kaiser-Meyer-Oklin (KMO) = 0.680, 

which fall into the region of acceptance (more than 0.5); so that factor analysis was 

appropriate for these data. The Bartlett's test was highly significant (P-value < 0.001), and 

therefore factor analysis was appropriate. Cronbach's Alpha of 0.658 suggesting the 

reliability of the research instrument used was also accepted.  

Table 4.3:  KMO and Bartlett's test of personal stressors 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.680 

Bartlett's Test of Sphericity Approx. Chi-Square 759.634 

Df 120 

P-value < 0.001 

Cronbach's Alpha 0.0.658 

Table (4.4) listed the eigenvalues associated with each linear attribute before extraction, 

after extraction and after rotation. Before extraction, SPSS has identified 16  linear attributes 

within the data set.  

Table 4.4: Total variance of personal stressors Cont. 
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1 3.478 21.736 21.736 3.478 21.736 21.736 3.095 19.345 19.345 

2 2.355 14.719 36.454 2.355 14.719 36.454 2.215 13.844 33.189 

3 1.646 10.290 46.745 1.646 10.290 46.745 2.169 13.556 46.745 

4 1.430 8.935 55.680       

5 1.061 6.631 62.311       

6 0.973 6.084 68.396       

7 0.816 5.101 73.497       

8 0.755 4.718 78.216       

9 0.657 4.108 82.324       

10 0.545 3.407 85.730       

11 0.486 3.040 88.770       
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Table 4.4: Total variance of personal stressors Cont. 
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12 0.460 2.877 91.648       

13 0.397 2.481 94.128       

14 0.357 2.230 96.359       

15 0.320 1.999 98.358       

16 0.263 1.642 100.000       

Figure (4.1) showed the scree plot, which left us with 3 factors, because the regression 

line was severed up to attribute 3 and became almost straight line after that. After extraction, 

factor 1 which was personality-home-work conflict accounted for 19.345% of variance. The 

second and third factors named relationship with others in work and distrust respectively 

accounted to 13.844% and 13.556% respectively.  

 

Figure 4.1: Scree plot for personal stressors attributes 

As discussed above, 14 out of 16 attributes were used in this analysis. A total of three 

principle factors were evolved. These three factors explained  46.745% of the total variance. 

The factors were then examined to identify the number of attributes that were loaded on each 

factor. The three-factor solution with respective loading scores was presented in Table (4.5). 

Reliability scores (Cronbach's alpha), for the factors range from 0.636 to 0.893 indicated 

adequate internal consistency.  
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Table 4.5 : Results of factor analysis for personal stressors      

Factor name 
Factor 

loading 

% 

Variance 

Factor 1: Personality- home-work conflict    

I often feel that nothing matters in life besides my job. 0.782 19.345 

My devotion to work is usually in conflict with my devotion to family 0.736  

It is hard for me to focus on one activity for a long time (10 mins) 0.710  

People sometimes say that I easily lose my temper 0.705  

Family problems often concern me (e.g. trouble with children & marriage). 0.653  

Factor 2: Relationship with others in work    

My colleagues and I cooperate with team spirit 0.647 13.844 

I have a good relationship with my superiors 0.619  

I am an achievement-oriented person. -0.606  

I enjoy competition and feel I always have to win. -0.573  

My subordinates are friendly 0.572  

Factor 3: Distrust    

I do not have social contact with people at work. 0.708 13.556 

I am not sure I have divided my time properly among task. 0.706  

I always end up disagreeing with customers, co-workers, supervisor, or management 0.678  

There often seems to be a lack of trust between me and my colleagues. 0.673  

 
Factor 1: Personality- home-work conflict 

The first factor, (Personality- home-work conflict), accounted for 19.345% of the total 

variance and was represented by five attributes. This factor included the attributes related to 

individuals‟ personality and conflict between work and home environment. The majority of 

attributes had  relatively high factor loadings (0.653).  

From Table (4.5) it was clear that the highest ranked attributes of the first factor was “I 

often feel that nothing matters in life besides my job”. This means that the construction 

preferred their job to their life and this caused stress to them. This reflected the importance of 

work in  Gaza Strip construction professionals point of view. This may related to the 

economical situations requirements. Every person was required to work more in order to 

achieve his needs. Beside needs, work was proved important to some extent for Gaza strip 

construction professionals. This was in line with Leung and Chan (2010) study outcomes that 

had this attribute in the first rank, and agreed with Leung et al. (2005a) but ranked 3
rd

  in this 

group. Ng et al. (2005) also found this attribute among the most influencing attributes. The 

second highest attribute was “My devotion to work is usually in conflict with my devotion to 

family” and this was an extension to the first attribute since the negligence toward the family 

because of work could induce conflict and hence form an important source of stress. The 

social life in Gaza strip required more contribution from person toward family. The time was 
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not enough so problems were raised. This outcome totally agreed with the findings of Leung 

et al. (2005a, 2007a, 2008b), and Lingard and  Francis (2005) with the same rank and with 

Leung and Chan (2010) but with the first rank. 

Factor 2: Relationship with others in work 

The second factor, (Relationship with others in work), accounted for 13.844% of the total 

variance and comprised 5 attributes. The majority of attributes had relatively high factor 

loadings (0.572). 

For this factor the first ranked attribute was “My colleagues and I cooperate with team 

spirit”. This attribute was negative in nature. This indicated that poor teams working 

increased the stress among colleagues. This may related to the culture of Palestinian people 

that did not encourage the cooperation between the individuals. This agreed with Leung and 

Chan (2011) study that outcomes indicated poor team cooperation as one of the highest 

ranked attributes causing stress. The second attribute was “I have a good relationship with 

my superiors” reflected the same aspect. Leung and Chan (2010) had this attribute as first 

ranked one in its group and with Leung and Chan (2011) outcomes that emphasized on stress 

come from complicated workgroup relationships.  

Factor 3: Distrust 

The third factor, (Distrust), accounted for 13.556% of the total variance and comprised 

four attribute indication the respondents‟ degree of (Distrust). The majority of attributes had 

relatively high factor loadings (0.673).  

As indicated in Table (4.5) the most important identified attribute was “I do not have 

social contact with people at work” which reflected the separation between private life and 

work. This may be related to time factor and culture of individuals that reduces the social 

relationship between families. This was in contrary with Leung et al. (2005a) results that 

marginalized this attribute. The second most important attribute of this factor was “I am not 

sure I have divided my time properly among task”. The respondents suffered from inability to 

divide their time among tasks effectively. This may reflect personal inefficiency, lack of 

experience, or huge job responsibilities.  This outcome agreed with Leung et al. (2005a) and 

Leung et al. (2008) who classified this attribute with the most important attributes affecting 

the distrust factor. However, this disagreed with Leung et al. (2007a) results that eliminated 

this attribute because of its low lading factor.  
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4.3.1.3 Hypotheses testing of personal stressors 

This part included hypotheses testing of personal stressors. Table (4.6) showed RII, Test-

value, and P-value of personal stressors factors.  

*The mean is significantly different from 3               

 SD: Standard Deviation           

 RII: Relative importance index 

As discussed in chapter one, the hypotheses related to personal stressors were divided into 

four parts. The first two hypotheses stated below were used to test the first factor of personal 

stressors.  

H1a 

 

Personal behavior (type A behavior) has significant impacts on the stress of Gaza Strip 

construction professionals. 

H1b 

 

Home-work conflict has significant impacts on the stress of  Gaza Strip construction 

professionals 

From Table (4.5) it was clear that RII of the filed “Personality- home-work conflict” 

equals 3.21 (64.17%), Test-value = 3.19, and P-value=0.001 which was smaller than the level 

of significance 0.05  . The sign of the test was positive, so the mean of this field was 

significantly greater than the hypothesized value 3. This indicated that the respondents 

agreed to factor “Personality- home-work conflict” and the hypothesis was accepted. This 

indicated that Personality- home-work conflict should  be considered as a contributing factor 

causing personal stressor.  This outcome agreed with the findings of Leung and Chan(2011), 

Leung et al. (2005a; 2007a), Lingard and Francis(2005), Hynes and love (2004), and whose 

work results asserted that home-work conflict was considered as main stressor affecting 

construction professionals.  In addition, Leung et al.(2007a; 2008b; 2008c), Leung  and Chan 

(2011)  found that personality and type of  behavior  affect the stress negatively. 

 

Table 4.6: RII and Test value for personal stressors factors  
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Factor 1 : Personality- home-work conflict 3.21 64.17 0.86 3.19 0.001* 

Factor 2 : Relationship with others in work 2.77 55.50 0.48 -5.30 0.000* 

Factor 3 : Distrust 2.02 40.48 0.76 -10.81 0.000* 

All factors of the personal stressors 2.72 54.32 0.36 -8.16 0.000* 
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The third hypothesis stated below was used to test the second factor of personal stressors. 

H1c 

 

Poor relationships with others at work has significant impacts on the stress of Gaza 

Strip construction professionals. 

Referring to Table (4.6) the RII of the factor “Relationship with others in work” equals 

2.77 (55.50%), Test-value = -5.30, and P-value=0.000 which was smaller than the level of 

significance 0.05  . The sign of the test was negative, so the mean of this field was 

significantly smaller than the hypothesized value 3. This indicated that the respondents 

disagreed to the factor “Relationship with others in work” and the hypothesis was not 

valid.  This means that it should not be considered as a contributing factor causing personal 

stressor.  Different results obtained by Leung and Chan (2010, 2011), Chan (2008), and Ng et 

al. (2005) asserted that poor workgroup relationships is among the most influential factors of 

personal stressors. This would provide a good indicator that construction professionals in 

Gaza Strip have good relationships among each other‟s. 

The fourth hypothesis stated below was used to test the third factor of personal stressors. 

H1d 

 

Distrust between superiors, subordinates and colleagues has significant impacts on the 

stress of Gaza Strip construction professionals 

The RII of the factor “Distrust” equals 2.02 (40.48%), Test-value = -10.81, and P-

value=0.000 which was smaller than the level of significance 0.05  . The sign of the test 

was negative, so the mean of this field was significantly smaller than the hypothesized value 

3. This also indicated that the respondents disagreed to factor “Distrust” and the 

hypothesis was not valid. Therefore, Distrust between superiors, subordinates and colleagues 

had insignificant impacts on the stress of Gaza Strip construction professionals. Leung et al. 

(2005a; 2007a; 2007b), investigations showed that distrust stressor was being indirectly 

influencing factor on construction professional in China. This contradiction may be related to 

different cultures and beliefs‟.  

4.3.2 Discussion of task stressors results  

In this section, task stressors were analyzed and results were divided into three parts. 

Descriptive statistics, factor analysis, and hypothesis testing were undertaken. 
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4.3.2.1 Identification and ranking of the task stressors attributes among Gaza Strip 

construction professionals 

A list of 20 attributes regarding task stressors was subjected to the views of respondents 

and the outcomes of the analysis were shown in Table (4.7). 

Table 4.7: RII ranks and Test value for task stressors (Cont.) 

Attribute 
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I work for long hours. 3.82 76.48 0.91 9.35 0.000* 1 

I have a lot of responsibility in my job. 3.80 75.93 0.84 9.47 0.000* 2 

I am often required to work on multi-tasks at the same 

time. 
3.67 73.37 0.85 8.53 0.000* 3 

The tasks I have to work on are often urgent and have 

tight deadlines. 
3.58 71.65 0.87 7.70 0.000* 4 

I have to put much effort into guiding my subordinates in 

their tasks. 
3.54 70.77 0.86 6.97 0.000* 5 

I frequently work overtime (evenings and weekends) to 

finish my work. 
3.54 70.77 1.03 6.04 0.000* 6 

There is constant pressure to work every minute, with 

little opportunity to relax. 
3.51 70.22 0.90 6.35 0.000* 7 

The project problems I have to handle are often 

complicated. 
3.40 68.07 0.84 5.43 0.000* 8 

I frequently find my job boring and repetitive 3.37 67.36 1.14 4.92 0.000* 9 

I often meet with team members and do not have enough 

time to myself. 
3.36 67.14 1.02 4.94 0.000* 10 

I feel my skills and abilities are not being used well. 3.19 63.85 1.07 1.76 0.039* 11 

I am given very limited authority. 2.99 59.89 1.19 -0.52 0.300 12 

I am often caught by conflicting demands between 

different parties. 
2.88 57.60 1.24 -0.09 0.466 13 

Things I do are often accepted by one person but not 

another. 
2.71 54.21 1.24 -2.05 0.020* 14 

I often have difficulty deciding between high productivity 

and high quality. 
2.58 51.58 1.21 -3.97 0.000* 15 

Explanations of what has to be done are often unclear 1.85 36.94 0.99 -10.04 0.000* 16 

My job responsibilities are generally vague, unclear and 

inconsistent. 
1.67 33.33 0.91 -11.12 0.000* 17 
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Table 4.7: RII ranks and Test value for task stressors (Cont.) 
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 The organization goals and objectives are intangible and 

not clearly spelled out 
1.64 32.79 0.89 -11.32 0.000* 18 

All attributes of the task stressors 3.05 61.09 0.48 1.14 0.126  

*The mean is significantly different from 3 
SD: Standard Deviation 

RII: Relative importance index 

The results indicated that the attribute “I work for long hours” with a mean index of 3.82 

and relative importance index of RII 76.48% was ranked first. This was closely followed by 

“I have a lot of responsibility in my job” with a mean index of 3.80  and relative importance 

index of  RII 75.93% as the second ranked attribute, while “I am often required to work on 

multi-tasks at the same time” with a mean index of 3.67and relative importance index  of  RII 

73.37 % was rated third. The results also showed small differences of importance between the 

first three ranked attributes. These attributes reflected the workload quantitative and 

qualitative. This means that work overload was identified as the most important factor 

affecting the task stressors they suffered. 

4.3.2.2 Discussion of factor analysis results of task stressors. 

Task stressor was divided into three factors with related attributes. This came out from 

the three solution of factor analysis. Below was the analysis of each factor alone ( i.e. work 

overload, role stressors, and work under-load) and the overall results to find out to what 

extent task stressors contributes to stresses suffered by construction professionals in Gaza 

Strip.   

The data gathered using the second part of the survey was factor-analyzed. Among the 20 

attributes only 17 attributes were selected. First data suitability was assessed using a measure 

of sampling adequacy. Table (4.8) showed the Kaiser-Meyer-Oklin (KMO) and Bartlett's Test 

of Sphericity. For these data, KMO = 0.778, which fall into the region of acceptance (more 

than 0.5); so factor analysis was appropriate for these data. Bartlett's test was highly 

significant (P-value < 0.001), and therefore factor analysis was appropriate. Cronbach's 

Alpha of 0.885 suggesting the reliability of the research instrument used was also accepted. 
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Table 4.8: KMO and Bartlett's test of task stressors 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.  0.778 

Bartlett's Test of Sphericity Approx. Chi-Square 1327.692 

df 190 

P-value < 0.001 

Cronbach's Alpha 0.885 

Table (4.9) listed the eigenvalues associated with each linear attribute before extraction, 

after extraction and after rotation. Before extraction, SPSS has identified 20  linear attributes 

within the data set.  

Table 4.9 : Total Variance of task stressors  
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1 4.574 22.871 22.871 4.574 22.871 22.871 4.144 20.719 20.719 

2 2.990 14.951 37.822 2.990 14.951 37.822 3.059 15.297 36.016 

3 2.224 11.118 48.940 2.224 11.118 48.940 2.585 12.925 48.940 

4 1.262 6.312 55.252       

5 1.186 5.928 61.180       

6 1.002 5.010 66.191       

7 0.882 4.408 70.598       

8 0.759 3.797 74.395       

9 0.697 3.484 77.879       

10 0.658 3.290 81.168       

11 0.581 2.903 84.072       

12 0.527 2.635 86.707       

13 0.485 2.424 89.131       

14 0.451 2.253 91.384       

15 0.398 1.988 93.372       

16 0.353 1.766 95.138       

17 0.296 1.479 96.617       

18 0.261 1.307 97.923       

19 0.227 1.133 99.056       

20 0.189 0.944 100.000       

 

Figure (4.2) showed the scree plot, which left us with 3 factors named as Work overload, 

Role stressors (conflict / ambiguity), and Work under-load , because the regression line was 

severed up to attribute 3 and become almost straight line after that. After extraction, factor 1 
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named as work overload accounted for 20.719% of variance. Factor 2: Role stressors 

accounted for 15.297%, and factor 3: Work under-load 12.925%.  

 

Figure 4.2: Scree plot for task stressors attributes 

The three-factor solution accounted for about 48.940% of the total variance. The three-

factor solution, with respective loading scores factor 1: Work overload, factor 2: Role 

stressors (conflict / ambiguity), and factor 3: Work under-load) was presented in Table (4.10). 

Reliability scores (Cronbach's alpha), for the factors range from 0.812 to 0.920 indicated 

adequate internal consistency.  

Table 4.10 : Results of factor analysis for task stressors (Cont.)  

Factor name 
Factor 

loading 

% 

Variance 

Factor 1: Work overload   

I have a lot of responsibility in my job. 0.750 20.719 

I work for long hours. 0.738  

I am often required to work on multi-tasks at the same time. 0.710  

I have to put much effort into guiding my subordinates in their tasks. 0.695  

There is constant pressure to work every minute, with little opportunity to relax. 0.676  

The tasks I have to work on are often urgent and have tight deadlines. 0.662  

I often meet with team members and do not have enough time to myself. 0.615  

The project problems I have to handle are often complicated. 0.576  

I frequently work overtime (evenings and weekends) to finish my work. 0.536  

Factor 2: Role stressors (conflict / ambiguity)   

My job responsibilities are generally vague, unclear and inconsistent. 0.856 15.297 

Explanations of what has to be done are often unclear 0.837  

The organization goals and objectives are intangible and not clearly spelled out. 0.823  

I often have difficulty deciding between high productivity and high quality. 0.506  

Things I do are often accepted by one person but not another. 0.452  
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Table 4.10 : Results of factor analysis for task stressors (Cont.)  

Factor name 
Factor 

loading 

% 

Variance 

Factor 3: Work under-load   

I feel my skills and abilities are not being used well. 0.761 12.925 

I am given very limited authority. 0.751  

I frequently find my job boring and repetitive 0.705  

I am often caught by conflicting demands between different parties. 0.521  

Factor 1: Work overload 

The first factor, (Work overload), accounted for 20.719% of the total variance and was 

represented by nine attribute. The majority of attributes had relatively high factor loadings (

0.536).  

From Table (4.10) it was clear that the highest ranked attributes of the first factor was “I 

have a lot of responsibility in my job”.  This attribute refer to quantitative and qualitative 

overload. Too much work to do with wide range of responsibility made the construction 

professionals in Gaza strip suffer from stress evolved due to task requirements. Since the 

study was overtaken recently, this attribute may come because of the construction revolution 

after years of closure. The opposite of these findings could be identified with longitudinal 

studies due to fluctuating Gaza Strip construction industry nature. Those finding have been 

supported by the findings reported in Leung et al. (2005a) whose respondents suffered too 

much from wide responsibility in their work. The study of Leung et al. (2007a) and Leung et 

al. (2008c) showed similar results but this attribute had less importance in loading. In 

contrary to those findings, the respondents of Leung and Chan (2010) suffered from very 

little responsibility they were given.  

The second highest attribute “I work for long hours” was an indicator of quantitative 

overload. The new untraditional projects with tight deadlines required working for long 

hours. This increased the load upon the construction professionals especially with unsTable 

political situations. The frequent closure and shortage of materials imposed delay. Hence, 

working overtime was required to overcome with this problem. This outcome agreed with 

Leung and Chan (2010) whose respondents spent evenings and weekends finishing their 

work. Leung et al. (2005a, 2007a, 2008c), Lingard and  Francis (2005), and Ng et al. (2005) 

respondents had overtime and constant pressure as highest rank attributes under this factor.  
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Factor 2: Role stressors (conflict / ambiguity) 

The second factor, (Role stressors (conflict / ambiguity), explained 15.297% of the total 

variance and contained five attributes. The majority of attributes had relatively high factor 

loadings (0.506).  

First attribute “My job responsibilities are generally vague, unclear and inconsistent” 

reflected role ambiguity. It meant that the job title did not reflect the responsibility assigned 

to individuals. This imposed more work and more accountability in case of failure but no 

rewards were getting in return. Therefore, the attribute contributed to increase the stress upon 

construction professional. This was similar in ranking with Leung and Chan (2010) findings. 

They reported that role ambiguity had significant effect on their respondents. Leung et al. 

(2005a) also found that job specificity including unclear and inconsistent responsibilities 

contributed to role ambiguity stressor. Leung et al. (2008c) and Leung et al. (2007b) reported 

that poor role congruence came from unclear and inconsistent responsibilities.  

 Second attribute “Explanations of what has to be done are often unclear” also was an 

indicator to role ambiguity. Job specifications should be clear and consistent to help the 

employees on their work duties. The study proved that construction professionals suffered 

from unclear directions and explanations come from the supervisor. Lack of training sessions 

provided by organization may be accounted for this problem. Furthermore, turnover and Non-

permanent staff due to fluctuating construction industry situations in Gaza strip may affect 

the ability of organization to train new employees as required. The study of Leung and Chan 

(2010) and Leung et al. (2008b) supported this attribute as a source of stress come from task 

ambiguity. The findings ranked this attribute as the third one in importance.  

Factor 3: Work under-load 

The third factor, (Work under-load), accounted for 12.925% of the total variance and 

consisted of four attributes. The majority of attributes had a relatively high factor loadings (

0.521).  

Under this factor, the most important attribute was “I feel my skills and abilities are not 

being used well”. This attribute may come as a result overqualified employees that need to 

work whatever the job title was. The economical situation in Gaza strip played a great role to 

force some individuals to work in positions that did not match their qualifications. In 

addition, some contracting companies suffered from full stop of working for long time. 

Others worked in small and simple projects due to lack of large innovative projects. Leung et 

al. (2005a), Leung et al. (2007a) and Leung et al. (2008b) reported the same attribute as the 
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second highest ranked source of work under load. Furthermore, Leung and Chan (2010) 

identified it in the third rank. 

The second attribute under this factor was “I am given very limited authority”. This 

attribute was modified by pilot study from limited responsibility to limited authority. It 

reflected that construction professionals in Gaza Strip had a lot of responsibility with limited 

authority. This increased the stress encountered by them since they were not allowed to take 

decisions without referring to upper management. This required more complicated 

procedures, paperwork, and hence delays. Leung et al. (2008) and Leung et al. (2007b) 

respondents suffered from insufficient given authority to do job properly. They did not have 

opportunity to participate in decisions that affect their job. In contrary, Leung et al. (2010) 

found this attribute to be less important. In their research, this attribute was ranked last 

because of low loading factor.   

4.3.2.3 Hypotheses testing of task stressors 

This part includes hypotheses testing of task stressors. Table (4.11) showed RII, Test-

value, and P-value of task stressors factors.  

*The mean is significantly different from 3               

 SD: Standard Deviation           

 RII: Relative importance index 

The hypotheses related to task stressors were divided into four parts. The hypothesis 

stated below was used to test the first factor of personal stressors.  

H2a 

 

Work overload has significant impacts on the stress of Gaza Strip construction 

professionals. 

The RII of the filed “Work overload” equals 3.58 (71.60%), Test-value = 9.07, and P-

value=0.000 which was smaller than the level of significance 0.05  .  The sign of the test 

was positive, so the mean of this field was significantly greater than the hypothesized value 3. 

This indicated that the respondents agreed to the factor “Work overload” and the 

Table 4.11: RII and Test value for task stressors factors  
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Factor 1 : Work overload 3.58 71.60 0.60 9.07 0.000* 

Factor 2 : Role stressors (conflict / ambiguity) 2.09 41.77 0.74 -10.76 0.000* 

Factor 3 : Work under-load 3.11 62.16 0.40 1.59 0.056  

All factors of the task stressors 3.05 61.09 0.48 1.14 0.126 
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hypothesis was accepted. This meant that work overload had significant impacts on the stress 

of Gaza Strip construction professionals. From the extensive literature it was obvious that 

work overload (quantitative and qualitative) was one of the most important factors causing 

task stressors. Confirming the importance of this factor, Ibem et al. (2011) investigation 

showed that high volume of work was considered as a great role among task stressors factors. 

Leung and Chan  (2010, 2011), Leung et al. (2005a; 2007b; 2008c; 2010), Chan (2008), 

Lingard and  Francis (2005),  Bowen et al.(2013), and  Ng et al. (2005) also found in their 

studies that work overload played an important role as task stressors. 

Third and fourth parts of hypotheses were used to test the second factor (Role strssors). 

H2c 

 

Role conflict has significant impacts on the stress of Gaza Strip construction 

professionals. 

H2d 

 

Role ambiguity has significant impacts on the stress of stress of Gaza Strip 

construction professionals. 

The RII of the filed “Role stressors (conflict / ambiguity)” equals 2.09 (41.77%), Test-

value = -10.76, and P-value=0.000 which was smaller than the level of significance 0.05  .  

The sign of the test was negative, so the mean of this field was significantly smaller than the 

hypothesized value 3. This indicated that the respondents disagreed to field of “Role 

stressors (conflict / ambiguity)” and hypothesis was not valid. This indicated that Role 

stressors (conflict / ambiguity) had insignificant impacts on the stress of stress of Gaza Strip 

construction professionals. Among previous studies, it was hard to exclude the role stressors 

(conflict and ambiguity). This is clear from the investigations of Leung and Chan  (2011), 

Loosemore and Waters(2004), Chan (2008), Leung et al. (2005a), and Ng et al. (2005) that 

role ambiguity, and role conflict were considered influencing factors. In addition, Leung and 

Chan (2010) found that role ambiguity was only identified by respondents. On the other hand, 

Leung et al. (2007a, 2007b, 2010) identified role conflict as key task stressor. Only the study 

of Leung et al. (2008b) agreed to current study since they found that role conflict affect their 

stress positively. 

Second  part of hypotheses below were used to test the third factor. 

H2b 

 

Work under-load has significant impacts on the stress of Gaza Strip construction 

professionals. 

Finally, the RII of the factor “Work under-load” equals 3.11 (62.16%), Test-value = 1.59, 

and P-value=0.056 which was greater than the level of significance 0.05  . The mean of 
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this field was insignificantly different from the hypothesized value 3. This indicated that the 

respondents (Do not know, neutral) to field of “Work under-load” hypothesis was not 

valid. Therefore, Work under-load was not considered to have significant effect the stress of 

Gaza Strip construction professionals.  As mentioned by Leung et al. (2005a) Work under-

load was being the stressors indirectly influencing factors. But Leung et al. (2008b) found 

that work under-load affect stress positively. Another studies by Leung et al. (2007a), Chan 

(2008), and Ng et al. (2005) under-load confirmed the importance of work under-load as 

influencing factor. 

4.3.3 Discussion of physical stressors results 

In this part, respondents were asked to rank their agreement to physical stressors using a 

five-point Likert scale. The outcomes of analysis from SPSS showed the standard deviation, 

RII (Relative Importance Index), test values for each factor and related attributes, and the 

ranks of factors and related attributes were discussed.  

4.3.3.1 Identification and ranking of the physical stressors attributes among Gaza Strip 

construction professionals 

A list of eight attributes related to personal stressors was adopted from literature and pilot 

study. These attributes were subjected to the views of respondents and the outcomes of the 

analysis was shown in Table (4.12). 

Table 4.12: RII ranks and Test value for physical stressors attributes (cont.) 

Attribute 
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My job is dangerous 2.97 59.34 1.10 -0.66 0.254 1 

It sometimes gets too hot or cold in my office/workplace. 2.67 53.44 1.16 -2.57 0.005* 2 

Home is far from my work and there is often traffic 

congestion. 
2.57 51.48 1.32 -3.42 0.000* 3 

My office/workplace is abnormally noisy and crowded. 2.28 45.57 1.22 -6.23 0.000* 4 

The lighting in office/workplace is not suiTable. 1.91 38.14 1.11 -9.05 0.000* 5 

There is a lack of technology use in my work 1.89 37.81 1.21 -8.14 0.000* 6 

My home environment is not comforTable 1.50 30.05 0.94 -11.12 0.000* 7 

All attributes of the field  physical  stressors 2.26 45.12 0.71 -8.92 0.000*  

*The mean is significantly different from 3 

SD: Standard Deviation 

RII: Relative importance index 
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The results indicated that the attribute “My job is dangerous” with a mean index of 2.97 

and relative importance index of  RII 59.34% was ranked first. This was followed by “It 

sometimes gets too hot or cold in my office/workplace” with a mean index of 2.67 and 

relative importance index  of  RII 53.44% as the second ranked attribute, while “Home is far 

from my work and there is often traffic congestion” with a mean index of 2.57 and relative 

importance index  of RII 51.48% was rated third. The results showed low relative importance 

index percentages of all attributes. This gave an indicator that physical stressors had less 

importance at all.  

4.3.3.2 Discussion of factor analysis results of physical stressors. 

Physical stressors describe the surrounding environment. Below the results factor analysis  

which included two-factor solution (poor home/working environment and dangerous 

environment).  

The data gathered using the second part regarding physical stressors of the survey were 

factor-analyzed. First data suitability was assessed using a measure of sampling adequacy. 

Table (4.13) showed the KMO and Bartlett's Test of Sphericity. For these data, KMO = 

0.782, which fall into the region of acceptance (more than 0.5); so we would be confident that 

factor analysis is appropriate for these data. Bartlett's test is highly significant (P-value < 

0.001), and therefore factor analysis is appropriate. Cronbach's Alpha of 0.850 suggesting the 

reliability of the research instrument used was also accepted. 

Table 4.13: KMO and Bartlett's test of physical stressors 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.782 

Bartlett's Test of Sphericity Approx. Chi-Square 329.875 

df 28 

P-value < 0.001 

Cronbach's Alpha 0.850 

Table (4.14) listed the eigenvalues associated with each linear attribute before extraction, 

after extraction and after rotation. Before extraction, SPSS has identified 8 linear attributes 

within the data set.  

Table 4.14: Total variance of physical stressors (Cont.) 
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1 3.022 37.770 37.770 3.022 37.770 37.770 2.798 34.980 34.980 
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Table 4.14: Total variance of physical stressors (Cont.) 
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2 1.139 14.236 52.006 1.139 14.236 52.006 1.362 17.026 52.006 

3 0.967 12.091 64.097       

4 0.840 10.497 74.594       

5 0.712 8.906 83.500       

6 0.541 6.757 90.257       

7 0.464 5.802 96.059       

8 0.315 3.941 100.000       

Figure (4.3) showed the scree plot, which left us with 2 factors named poor home / 

working environment and dangerous environment, because the regression line was severed up 

to attribute 2 and became almost straight line after that. After extraction, factor 1: poor home 

/ working environment and dangerous environment accounted for 37.770% of variance and 

factor 2: dangerous environment accounted for 14.236%.  

 

Figure 4.3: Scree plot for physical stressors attributes 

As discussed above, 7 out of 8 attributes were used in this analysis. The two-factor 

solution explained about 52.006% of the total variance. The factors were examined to 

identify the number of attributes that were loaded on each factor. The two-factor solution 

with respective loading scores was presented in Table (4.15).  Reliability scores (Cronbach's 

alpha), for the factors range from 0.506 to 0.737 indicated adequate internal consistency.  
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Table 4.15: Results of factor analysis for physical stressors   

Factor name 
Factor 

loading 

% 

Variance 

Factor 1: Poor home / working environment   

The lighting in office/workplace is not suiTable. 0.764 37.770 

My office/workplace is abnormally noisy and crowded. 0.755  

There is a lack of technology use in my work 0.746  

It sometimes gets too hot or cold in my office/workplace. 0.678  

My home environment is not comforTable 0.558  

There is an adequate work services. -0.456  

Factor 2: Dangerous environment   

My job is dangerous  0.802 14.236 

Home is far from my work and there is often traffic congestion. 0.532  

Factor 1: Poor home / working environment 

The first factor, (Poor home / working environment), accounted for 37.770% of the total 

variance and contained 6 attributes. The majority of attributes had relatively high factor 

loadings (0.558). 

From Table (4.15) it was clear that the attribute “The lighting in office/workplace is not 

suiTable” had the highest factor loading among the factor attributes. This attribute came 

because of the electricity problems in Gaza Strip. This problem was responsible for stopping 

work for long hours during the day. Lighting problem was one of the most important 

consequences of electricity shutoff. Night shift suffered from improper site lightening and 

hence this shift could not be utilized to speed up the work. Power generator were used 

everywhere but the problems encountered with them were too much. Further corroborating 

the outcomes of . Leung et al. (2007b, 2008) had also this attribute in the first rank. Their 

study concluded that The dim lighting in office was the main source of physical stressor. This 

problem may come from different cause like technical and maintenance problems more than 

electricity problems. Leung et al. (2010) concluded that insufficient lighting provided unsafe 

environment.   

The second attribute supporting physical stressors was “My office/workplace is 

abnormally noisy and crowded”. The crowded small area and nature of Gaza Strip made it 

normal to be noisy and stressful. The surrounding environment affected the performance of 

construction professionals in both office and sits. Power generator, traffic jam, and huge 

noisy equipments used in construction process were responsible for noisy environment.   

Many studies support this attribute as main source of physical stressors. Leung and Chan 

(2010), Leung et al. (2005a), Leung et al. (2007a), Leung et al. (2008b), and Leung et al. 



Chapter 4  Results and discussion 

115  

 

(2008c) stressed that noisy and crowded work place imposed stress on construction 

professional in China. 

Factor 2: Dangerous environment  

The second factor, (Dangerous environment), accounted for 14.236% of the total variance 

and comprised two attributes. The majority of attributes had a relatively high factor loadings (

0.532).  

The first attribute responsible for this factor was “My job is dangerous”. Insufficient 

provision of safety equipment, irregularly equipment check and maintenance, unorganized 

equipments, and insufficient lighting may considered as main source of hazard in 

construction work. Further corroborating the outcomes of this attribute was the outcomes of 

Ng et al. (2005) and Leung et al. (2010) study results. 

The second contributing attribute to dangerous environment was “Home is far from my 

work and there is often traffic congestion”. This attribute indicated that traffic jam and long 

traveling trips were accounted for dangerous accidents. The unsuiTable, old, and destroyed 

roads increased the chance for such accidents. This outcome greed with Leung and Chan 

(2011) who found that crowded transportation constitute as important stressor to related 

factor. 

4.3.3.3 Hypotheses testing of physical stressors 

This part includes hypotheses testing of physical stressors. Table (4.16) showed RII, Test-

value, and P-value of personal stressors factors.  

This part below discussed hypotheses testing of  physical stressors.  

H3a 

 

Poor working environment has significant impacts on the stress of Gaza Strip 

construction professionals. 

H3b 

 

Poor home environment has significant impacts on the stress of   Gaza Strip 

construction professionals. 

Table 4.16: RII and Test value for physical stressors factors  

Factor name 
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Factor 1 : Poor home / working environment 2.05 41.01 0.82 -9.18 0.000* 

Factor 2 : Dangerous environment 2.77 55.41 0.92 -3.67 0.000* 

All factors  of physical  stressors 2.26 45.12 0.71 -8.92 0.000* 
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In finding the overall physicals factors influence as one of the main stressors, the RII of 

the factor “Poor home / working environment” equals 2.05 (41.01%), Test-value = -9.18, and 

P-value=0.000 which was smaller than the level of significance 0.05  . The sign of the test 

was negative, so the mean of this field was significantly smaller than the hypothesized value 

3.This indicated that the respondents disagreed to field of “Poor home / working 

environment and the hypothesis were not valid”. This indicated that Poor home / working 

environment did not affect stress of Gaza Strip construction professionals.  This outcome 

disagree with Ibem et al. (2011), Leung and Chan  (2010, 2011), Leung et al. (2005a, 2007a, 

2008c, 2010), and Chan (2008) whose works identified poor home/working environment 

among the most important factors causing stress to the construction professionals in Gaza 

Strip. Only Leung et al. (2008b) found that poor environment affect their stress positively.  

The RII of the factor “Dangerous environment” equals 2.77 (55.41%), Test-value = 

55.41, and P-value=0.000 which was smaller than the level of significance 0.05  .  The 

sign of the test was negative, so the mean of this field was significantly smaller than the 

hypothesized value 3. This indicated that the respondents disagreed to factor “Dangerous 

environment and the hypothesis was not valid”. This outcomes totally disagree with Leung  

and Chan  (2011), Leung et al. (2010), and Ng et al. (2005) whose results asserted on 

dangerous and bad conditions as important stressors. This may reflect high applied safety 

provisions in Gaza Strip construction sites or it may indicates the lack of understanding of 

these provisions. 

4.3.4 Discussion of organization stressors results 

In this part, respondents identified organizational stressors using a five-point Likert scale. 

The outcomes of analysis from SPSS showed the standard deviation, RII (Relative 

Importance Index), test values for each factor and related attributes, and the ranks of factors, 

the most three important factors were discussed.  

4.3.4.1 Identification and ranking of the organization stressors attributes among Gaza 

Strip construction professionals. 

A list of 17 attributes related to organizational stressors was adopted from literature and 

modified by pilot study. These attributes were subjected to the views of respondents and the 

outcomes of the analysis were shown in Table (4.17). 
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Table 4.17: RII ranks and Test value for organizational stressors  

Attributes 
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I have to carry out the work in complicated work 

procedures. 
4.01 80.22 1.07 9.10 0.000* 1 

I usually characterize my organization as very 

hierarchical in decision making. 
3.88 77.60 0.93 9.96 0.000* 2 

The financial incentives and allowances provided by my 

company are generous 
3.86 77.27 1.21 7.38 0.000* 3 

My company provides adequate support for my work 3.65 72.93 1.21 5.38 0.000* 4 

My company takes an interest in my career. 3.64 72.79 1.23 5.02 0.000* 5 

My company provides me with sTable career and 

promotion opportunities. 
3.58 71.54 1.26 4.96 0.000* 6 

I often have to consult other people before making a 

decision. 
3.38 67.65 1.18 5.70 0.000* 7 

I can get feedback from my supervisor on how well I am 

doing. 
3.34 66.81 1.11 3.77 0.000* 8 

The organization has policies and procedures to 

adequately support employees. 
3.25 65.03 1.37 1.28 0.101 9 

I am working in a politicized environment. 3.15 63.06 1.27 2.27 0.012* 10 

An overabundance of rules and policies do not allow me 

the freedom to make my own decisions or use my own 

ideas. 

3.12 62.40 1.21 2.02 0.022* 11 

I find the reward I get is relatively low when comparing 

with the effort I pay or external market. 
2.94 58.78 1.09 0.00 0.500 12 

The company that I am working in is a bureaucratic one. 2.67 53.33 1.13 -3.53 0.000* 13 

I often feel unfair for the organization treatment. 2.54 50.82 1.38 -3.49 0.000* 14 

All attributes of the organizational stressors 3.36 67.17 0.38 8.42 0.000*  

The results indicated that the attribute “I have to carry out the work in complicated work 

procedures” with mean index of 4.01 and relative importance index of RII 80.22% was 

ranked first. This was followed by “I usually characterize my organization as very 

hierarchical in decision making.” with a mean index of 3.86 and relative importance index  

of  RII 77.6% as the second ranked attribute, while “The financial incentives and allowances 

provided by my company are generous” with a mean index of and relative importance index  

of  RII 77.27% was rated third. The first two attributes reflected the organizational policies, 
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treatment & reward of organization while the last one reflected organizational structure 

aspects.  

4.3.4.2 Discussion of factor analysis results of organizational stressors. 

The organization stressor is the last part of stressors. It contained three factors resulted 

from factor analysis three solution. These factors (i.e. Organizational policies treatment & 

reward, autonomy, and organizational structure) were analyzed to find out whether it 

contributed to key stressors suffered by Gaza Strip construction professionals or not. 

The data gathered using the second part of the survey were factor-analyzed to examine 

the inter-relationships among the 17 statements in attempt to reduce the number of statements 

into a small number of factors. First data suitability was assessed using a measure of 

sampling adequacy. Table (4.18) showed the KMO and Bartlett's Test of Sphericity. For 

these data, KMO = 0.715, which fall into the region of acceptance (more than 0.5); so we the 

factor analysis was appropriate for these data. Bartlett's test is highly significant (P-value < 

0.001), and therefore factor analysis was appropriate. Cronbach's Alpha of 0.592 suggesting 

the reliability of the research instrument used was also accepted. 

Table 4.18: KMO and Bartlett's test of organizational stressors 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.715 

Bartlett's Test of Sphericity Approx. Chi-Square 1234.483 

df 136 

P-value < 0.001 

Cronbach's Alpha 0.592 

Table (4.19) listed the eigenvalues associated with each linear attribute before extraction, 

after extraction and after rotation. Before extraction, SPSS has identified 17 linear 

components within the data set.  

Table 4.19: Total variance of organizational stressors (cont.) 
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1 4.619 27.173 27.173 4.619 27.173 27.173 4.603 27.074 27.074 

2 1.881 11.064 38.237 1.881 11.064 38.237 1.881 11.063 38.137 

3 1.595 9.381 47.618 1.595 9.381 47.618 1.612 9.481 47.618 

4 1.394 8.198 55.816       

5 1.230 7.236 63.051       
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Table 4.19: Total variance of organizational stressors (cont.) 
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6 1.093 6.432 69.484       

7 0.975 5.738 75.221       

8 0.917 5.393 80.614       

9 0.642 3.777 84.391       

10 0.638 3.753 88.144       

11 0.499 2.933 91.077       

12 0.419 2.467 93.544       

13 0.335 1.968 95.512       

14 0.297 1.744 97.257       

15 0.235 1.380 98.636       

16 0.147 0.867 99.503       

17 0.084 0.497 100.000       

Figure (4.4) showed the scree plot, which left us with 3 factors named Organizational 

policies, treatment & reward, Autonomy, and Organizational structure, because the 

regression line was severed up to attribute 3 and became almost straight line after that. After 

extraction, factor 1: Organizational policies, treatment & reward explained 27.074% of 

variances (11.063%, and 9.481%,  for  factor 2 : Autonomy, and factor 3: Organizational 

structure respectively). 

 

Figure 4.4 : Scree plot of organizational stressors 
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As discussed above, 11 out of 17 attributes were used in this analysis. Three principle 

factors were evolved. These three factors explained  47.618% of the total variance. The 

factors were then examined to identify the number of attributes that were loaded on each 

factor. The three-factor solution with respective loading scores was presented in Table (4.20). 

Reliability scores (Cronbach's alpha), for the factors range from 0.480 to 0.888 indicating 

adequate internal consistency.  

Table 4.20: Results of factor analysis for organizational stressors   

Factor name 
Factor 

loading 

% 

Variance 

Factor 1: Organizational policies, treatment & reward   

My company takes an interest in my career. 0.924 27.074 

My company provides adequate support for my work 0.903  

My company provides me with sTable career and promotion opportunities. 0.886  

The financial incentives and allowances provided by my company are generous 0.750  

I often feel unfair for the organization treatment. -0.724  

I find the reward I get is relatively low when comparing with the effort I pay or 

external market. 

-0.547 
 

The organization has policies and procedures to adequately support employees. 0.461  

I have to carry out the work in complicated work procedures. 0.435  

Factor 2: Autonomy   

I often have to consult other people before making a decision. 0.852 11.063 

An overabundance of rules and policies do not allow me the freedom to make my 

own decisions or use my own ideas. 

0.802 
 

Factor3: Organizational structure   

I am working in a politicized environment. 0.677 9.481 

I can get feedback from my supervisor on how well I am doing. -0.547  

The company that I am working in is a bureaucratic one. 0.542  

I usually characterize my organization as very hierarchical in decision-making. 0.455  

 

Factor 1: Organizational policies, treatment & reward 

The first factor, (Organizational policies, treatment & reward), accounted for  27.074% of 

the total variance and comprised 8 attributes. The majority of attributes had relatively high 

factor loadings (0.547).  

From Table (4.20), it was clear that the attribute “My company takes an interest in my 

career” had the highest factor loading among the group. This attribute was negative in nature 

when used in analysis. That means that construction professionals severely suffered from 

company negligence. The careers and advancement of employees were not considered as 

important aspect by management hence increased the stress imposed on them. According to 

Leung et al. (2008c), the company did not provide a sTable job, job focus, and promotion 
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opportunities to its employee. This increased the stress on them. Leung et al. (2005a) found 

that their respondents did not have great opportunity for upward career movement. 

The second attribute was “My company provides adequate support for my work”. This 

attribute had also negative nature in analysis. This indicated that construction professionals 

suffered from lack of support by their company. Support means to have trustworthy persons 

that could provide helpful advice when having problems. Feedback from supervisor could 

enhance the performance of employees. Leung et al. (2005a) study showed that it difficult to 

keep up with the development or new technology by construction professionals due to lack of 

support. 

Factor 2: Autonomy 

The second factor, (Autonomy), accounted for 11.063%  of the total variance and 

comprises 2 attributes indication the respondents‟ degree of (Autonomy). The majority of 

attributes had relatively high factor loadings (0.802).  

The first attribute of this factor was “I often have to consult other people before making a 

decision”.  Construction professionals needed to refer matters upward when they can really 

deal with them adequately. This indicated that insufficient authority were given to them. This 

attribute have been strongly supported by Leung and Chan (2010) findings that found this 

attribute as the first source of autonomy. Further supportive findings to this attribute was 

found by Leung et al.(2008) and Leung et al.(2007b) studies. 

“An overabundance of rules and policies do not allow me the freedom to make my own 

decisions or use my own ideas” Further agreement came from Leung and Chan (2010) study 

that stressed on the importance of this attribute in autonomy field. Leung et al. (2005a) 

respondents asserted that new laws and regulations frequently require them to change the way 

they do things and hence it increased stress on them. 

Factor3: Organizational structure 

The third factor, (Organizational structure), accounted for 9.481% of the total variance 

and comprises 4 attributes indication the respondents‟ degree of (Organizational structure).. 

The majority of attributes had relatively high factor loadings (0.542).  

“I am working in a politicized environment” had the highest factor loading among the 

factor attributes. Politicized environment led to beliefs conflict with those of the organization 

(Leung et al., 2008).  Study conducted by Leung et al. (2008c) found that politicized 

environment was the main source of organizational structure stressors. 
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The second attribute was “I can get feedback from my supervisor on how well I am 

doing”. Lack of feedback from supervisor about performance led to cumulative mistakes. It 

also decreased the chance to develop skills and made the tasks need more time to be 

accomplished. Leung et al. (2007b), Leung et al. (2008) and Leung et al. (2010) found that 

their respondents suffered from stress come from lack of feedback. They could not get 

feedback from their supervisor on how well they were doing. Furthermore, It is hard to 

receive information about their job performance.  

4.3.4.3 Hypotheses testing of organizational stressors 

This part included hypotheses testing of organizational stressors. Table (4.21) showed 

RII, Test-value, and P-value of personal stressors factors.  

*The mean is significantly different from 3               

 SD: Standard Deviation           

 RII: Relative importance index 

This hypothesis was used to test the first factor “organizational policies, treatment & 

reward” validity. 

H4c 

 

Unfair Reward & Treatment has significant impacts on the stress of Gaza Strip 

construction professionals. 

The RII of the factor “Organizational policies, treatment & reward” equals 3.43 (68.67%), 

Test-value = 7.20, and P-value=0.000 which is smaller than the level of significance 0.05 

. The sign of the test is positive, so the mean of this factor is significantly greater than the 

hypothesized value 3. We conclude that the respondents agreed to factor “Organizational 

policies, treatment & reward”. The hypothesis was valid and unfair reward & treatment has 

significant impacts on the stress of Gaza Strip construction professionals. These results were 

compatible with Leung et al. (2010) and Leung et al. (2008c) who considered unfair reward 

and treatment by the organization as stress source. Other attributes were identified in the first 

ranks. For instance, Leung  and Chan (2011) prioritized formalization-complexity- and 

Table 4.21: RII and Test value for organizational  stressors factors  
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Factor 1: Organizational policies, treatment & reward 3.43 68.67 0.56 7.20 0.000* 

Factor 2 : Autonomy 3.25 65.03 1.09 3.90 0.000* 

Factor 3 : Organizational structure 3.26 65.25 0.61 5.20 0.000* 

All attributes of the field  organizational stressors 3.36 67.17 0.38 8.42 0.000* 
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organizational supports, Leung et al. (2007a, 2008b) found that social support affect their 

stress negatively, and Ng et al. (2005) came out with the result that lack of opportunity to 

learn new skills impose stress on construction professionals. 

The second hypothesis was used to test the second factor validity as a key organizational 

stressor.   

H4b 

 

Lack of autonomy has significant impacts on the stress of Gaza Strip construction 

professionals. 

The RII of the factor “Autonomy” equals 3.25 (65.03%), Test-value = 3.90, and P-

value=0.000 which was smaller than the level of significance 0.05  . The sign of the test 

was positive, so the mean of this factor was significantly greater than the hypothesized value 

3. This indicated  that the respondents agreed to field of “Autonomy” and the hypothesis 

was accepted. Lack of autonomy has significant impacts on the stress of Gaza Strip 

construction professionals. Further supporting the outcomes of Leung et al. (2007b, 2008) 

whose investigations showed that lack of autonomy is among the most influential factors 

causing stress to construction professionals in Gaza Strip. 

The following hypothesis was used to test the third factor validity as a key organizational 

stressor.   

H4a 

 

Poor organizational structure has significant impacts on the stress of Gaza Strip 

construction professionals. 

The RII of the factor “Organizational structure” equals 3.26 (65.25%), Test-value = 5.20, 

and P-value=0.000 which was smaller than the level of significance 0.05  .  The sign of the 

test was positive, so the mean of this factor was significantly greater than the hypothesized 

value 3. This indicated that  that the respondents agreed to field of “Organizational 

structure” and the hypothesis was accepted. This meant that Organizational structure had 

significant impacts on the stress of Gaza Strip construction professionals. This was in line 

with some previous studies but with different attributes indicating to organizational structure. 

Ibem et al. (2011) and Leung et al.(2007b, 2008) asserted on lack of feedback, Leung  and 

Chan  (2011) concluded that centralization was the most important source,  Ng et al. (2005) 

showed that bureaucracy was prevailing and main source of stress, and Chan (2008) ranked 

poor organizational structure as the main cause. 
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Objective 2 

Examine the influence of stressors on stress level 
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4.4 Discussion of stress level results 

Types of stress can be divided into objective stress (occurring as a result of events 

experienced) and subjective stress (a function of the demands of the situation created by those 

events).  In this section, each type of stress level results was discussed.  

4.4.1 Discussion of objective stress level results 

Objective stress was induced due to the deviation between individuals‟ expected ability 

and the actual ability. Objective stress becomes apparent when the actual abilities are lower 

than expected. In real situations, there are a lot cognitive factors affecting construction 

professionals‟ objective stress, such as the number of project deadlines, the number of tasks 

and difficult jobs to deal effectively with tasks. Paired-sample t-tests were conducted to 

ascertain if the mean objective stress levels were significantly common between  respondents. 

As shown in Table (4.22) the p-value for all attributes was smaller than the level of 

significance 0.05. This implies that there was sufficient evidence to conclude that objective 

stress level was significantly different from expectation to actual ability. In other words, there 

was significant difference in the mean of objective stress level between expectation and 

actual ability for each attribute. 

Table 4.22: Result of paired samples Wilcoxon- Test for objective stress level 

 
No. 

Attribute 

Mean 
Test 

value 
P-value 

Expectation Actual ability 

1 The number of project deadlines 3.65 3.40 3.416 0.001 

2 The degree to which my skills 3.34 3.63 -2.679 0.007 

3 The number of tasks 3.73 3.38 4.085 0.000 

4 The level of difficulty in my work 3.56 3.20 3.616 0.000 

5 The quality of work 3.74 3.32 4.239 0.000 

6 The scope and  responsibility of my work 3.60 3.27 3.241 0.001 

7 The number of projects 3.49 3.13 3.893 0.000 

8 The number of people 3.79 3.10 6.085 0.000 

 Objective stress level 3.65 3.40 3.416 0.001 

* The mean different is significantly  

The outcomes indicated that construction professionals in Gaza Strip suffered from 

objective stress. Their actual ability was lower than they expected while doing tasks. This is 

compatible with Leung et al. (2007b), and Bowen et al.(2013) findings that showed the same 
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results with most respondents experienced high objective stress levels on construction 

professionals at work. 

4.4.2 Discussion of subjective stress level results 

Subjective stress refers to the stress that was perceived by individuals through their 

subjective judgments. There are generally two types of subjective stress: burnout and 

physiological stress. 

As discussed in chapter 2, subjective stress level measured using burnout scales of job 

(emotional exhaustion, depersonalization, and reduced personal achievement), and physical / 

physiological stress. Factor analysis was applied only to the three different factors of burnout. 

Physical / physiological was not valid to this type of analysis thus it were discussed later in 

this section 

 4.4.2.1 Identification and ranking of the burnout attributes  

Human beings normally react to stress with different behavior. A list of 13 attributes 

related to burnout was adopted from literature and pilot study. These attributes were 

subjected to the views of respondents and the outcomes of the analysis was shown in Table 

(4.23). 

Table 4.23: RII ranks and Test value for burnout (cont.) 

Attribute 
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I feel emotionally drained at the end of the work day 3.74 74.84 1.09 8.03 0.000* 1 

I am fatigued in the morning as I face another day on the 

job. 
3.55 70.93 1.21 5.52 0.000* 2 

I worry about work all the time. 3.48 69.62 1.02 6.81 0.000* 3 

Working with people directly  and every day causes too 

much stress 
3.25 64.92 1.40 2.75 0.003* 4 

I feel unhappy and frustrated by my job. 3.10 62.08 1.22 1.73 0.042 5 

I feel very energetic  2.73 54.54 1.44 -4.01 0.000* 6 

I can deal effectively with clients‟ problems 2.39 47.87 1.24 -6.45 0.000* 7 

I have become less interested in my work since I started 

this job 
2.25 44.92 1.42 -5.11 0.000* 8 

I doubt the significance of my work. 2.00 40.00 1.23 -7.93 0.000* 9 

Clients blame me for their problems 1.94 38.80 1.18 -8.78 0.000* 10 

At my work, I feel confident that I am effective at getting 

things done 
1.90 37.92 0.87 -11.32 0.000* 11 
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Table 4.23: RII ranks and Test value for burnout (cont.) 

Attribute 
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I have accomplished many worthwhile things in this job. 1.82 36.37 0.88 -11.21 0.000* 12 

I feel more callous towards people since starting this job 1.80 35.96 1.13 -9.69 0.000* 13 

All attributes of  burnout 2.61 52.22 0.57 -7.07 0.000*  

 The results indicated that the attribute “I feel emotionally drained at the end of the work 

day” with a mean index of 3.74 and relative importance index of RII 74.84% was ranked 

first. This was followed by “I am fatigued in the morning as I face another day on the job” 

with a mean index of 3.55 and relative importance index  of  RII 70.93% as the second 

ranked attribute, while “I worry about work all the time” with a mean index of 3.48 and 

relative importance index  of  RII 69.62% was rated third. These attributes reflected the 

emotional exhaustion symptoms of individual.  

 4.4.2.2 Discussion of factor analysis results of burnout 

Generally, symptoms of burnout can be categorized into three main parts: emotional 

exhaustion, depersonalization and reduced personal accomplishment. The data gathered using 

the fourth part of the survey were factor-analyzed. First data suitability was assessed using a 

measure of sampling adequacy. Table (4.24) showed the KMO and Bartlett's Test of 

Sphericity. For these data, KMO = 0.700, which fall into of acceptance (more than 0.5); so  

factor analysis was appropriate for these data. Bartlett's test was highly significant (P-value < 

0.001), and therefore factor analysis was appropriate. Cronbach's Alpha of 0.850 suggesting 

the reliability of the research instrument used was also accepted 

Table 4.24: KMO and Bartlett's test for burnout 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.700 

Bartlett's Test of Sphericity Approx. Chi-Square 752.096 

df 78 

P-value < 0.001 

Cronbach's Alpha 0.850 

Table (4.25) listed the eigenvalues associated with each linear attribute before extraction, 

after extraction and after rotation. Before extraction, SPSS has identified 13 linear attributes 

within the data set.  
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Table 4.25: Total variance for burnout  
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1 3.223 24.792 24.792 3.223 24.792 24.792 2.530 19.460 19.460 

2 2.548 19.597 44.389 2.548 19.597 44.389 2.513 19.333 38.793 

3 1.656 12.741 57.131 1.656 12.741 57.131 2.384 18.338 57.131 

4 1.005 7.732 64.863       

5 0.927 7.127 71.990       

6 0.759 5.841 77.830       

7 0.694 5.336 83.166       

8 0.526 4.045 87.211       

9 0.375 2.886 90.097       

10 0.371 2.854 92.951       

11 0.348 2.678 95.629       

12 0.316 2.434 98.063       

13 0.252 1.937 100.000       

Figure (4.5) showed the scree plot of burnout, which left us with 3 factors named 

emotional exhaustion, depersonalization, and reduced personal achievement, because the 

regression line was severed up to attribute 3 and became almost straight line after that. After 

extraction, factor 1: Emotional exhaustion accounted for 19.460% of variance.  Factor 2: 

Depersonalization accounted for 19.333% of variance and factor 3: reduced personal 

achievement accounted for 18.338%.  

 

Figure 4.5: Scree plot of burnout 
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The three-factors solution explained about 57.131% of the total variance. The three-factor 

solution with respective loading scores was presented in Table (4.26). Reliability scores 

(Cronbach's alpha), for the factors range from 0.834 to 0.882 indicated adequate internal 

consistency.  

Table 4.26: Factor profile for burnout   

Factor name 
Factor 

loading 

% 

Variance 

Factor 1: Emotional exhaustion   

I feel unhappy and frustrated by my job. 0.792 19.460 

I am fatigued in the morning as I face another day on the job. 0.737  

I feel emotionally drained at the end of the work day. 0.660  

I worry about work all the time. 0.603  

Working with people directly  and every day causes too much stress. 0.593  

Factor 2: Depersonalization   

I feel more callous towards people since starting this job 0.802 19.333 

Clients blame me for their problems 0.745  

I doubt the significance of my work. 0.739  

I have become less interested in my work since I started this job 0.688  

Factor3: Reduced personal achievement   

I can deal effectively with clients‟ problems 0.826 18.338 

I have accomplished many worthwhile things in this job. 0.728  

At my work, I feel confident that I am effective at getting things done 0.689  

I feel very energetic 0.657  

Factor 1: Emotional exhaustion 

The first factor, (Emotional Exhaustion), accounted for 19.460% of the total variance and 

consisted of 5 attributes. The majority of attributes had relatively high factor loadings (

0.593).  

From Table (4.26) it was clear that the highest ranked attributes of the first factor was “I 

feel unhappy and frustrated by my job”. This indicated that construction professionals were 

not satisfied with their job. Both personality and job characteristics were found to be 

significant predictors for emotional exhaustion. Individuals perceived that they were unable 

to leave until the job is done, thus leading to ongoing emotional exhaustion This outcome 

agreed with lingard(2003) that provided strong indicator of dissatisfaction of construction 

professionals in Australia. Hastings et al. (2004) was in line with this outcome. 

The second attribute was “I am fatigued in the morning as I face another day on the job”. 

It indicated a high level of dissatisfaction toward job. This may came from unfair reward, 

treatment, ambiguity, insecure job, work family conflict, and Workload. Leung et al. (2007b) 

concluded that emotional exhaustion came from the same sources discussed above. The 
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results obtained by Hastings et al. (2004) showed that this attribute was the first ranked one. 

Lingard and  Francis (2005)  whose investigations showed that work–schedule demands, i.e. 

job schedule irregularity and hours worked per week were found to be related to the 

emotional exhaustion dimension of burnout. 

Factor 2: Depersonalization 

The second factor, (Depersonalization), accounted for 19.333%  of the total variance and 

comprised 4 attributes. The majority of attributes had relatively high factor loadings (

0.688).  

The first attribute of this factor was “I feel more callous towards people since starting 

this job”. This attribute reflected development of negative and cynical attitudes towards 

clients. This indicated that staff under stress interact less frequently with clients and engage 

in fewer positive interactions with clients. The loss of positive attitudes towards clients led to 

the development of a depersonalizing attitude. Hastings et al. (2004) had this attribute as the 

most important one inducing depersonalization.  

The second attribute “Clients blame me for their problems” reflected the same aspect 

discussed above. Since this attribute contributed to make construction professional feel 

stressed. Stress led to avoid contact with clients and those with a depersonalizing attitude 

may be at risk for treating clients inappropriately or harshly. Hastings et al. (2004) found that 

clients‟ contribution to make construction professionals feel depersonalization was low.  

Factor3: Reduced personal achievement 

The third factor, (Reduced personal achievement), accounted for 18.338% of the total 

variance and comprises four attributes indication the respondents‟ degree of (Reduced 

personal achievement). The majority of attributes had relatively high factor loadings (

0.657).  

The most important attribute under this factor was “I can deal effectively with clients‟ 

problems”. This attribute was negative in nature. This mean that being unable to deal 

effectively with clients may come as a result of reduced personal achievement.  Hastings et 

al. (2004) had this attribute as the second important one among this group. 

The next ranked attribute was “I have accomplished many worthwhile things in this job”. 

This was also negative in nature. The respondents disagreed with this attribute. This indicated 

that staff evaluated themselves and their accomplishments negatively.  Hastings et al. (2004) 

and lingard(2003)  investigations proofed that respondents agreed with this outcome. 
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4.4.2.3 Hypotheses testing of burnout 

This part included hypotheses testing of burnout dimension of subjective stress level. 

Table (4.27) showed RII, Test-value, and P-value of burnout. 

*The mean is significantly different from 3               

 SD: Standard Deviation           
 RII: Relative importance index 

RII of the factor “Emotional Exhaustion” equals 3.42 (68.46%), Test-value = 5.41, and P-

value=0.000 which was smaller than the level of significance 0.05  .  The sign of the test 

was positive, so the mean of this factor was significantly greater than the hypothesized value 

3. This indicated that respondents agreed to factor “Emotional Exhaustion”. This Further 

corroborating the outcomes of Lingard and  Francis (2005)  whose investigations showed that 

work–schedule demands, i.e. job schedule irregularity and hours worked per week were 

found to be related to the emotional exhaustion dimension of burnout 

The RII of the factor “Depersonalization” equals 2.00 (39.92%), Test-value = -9.23, and 

P-value=0.000 which was smaller than the level of significance 0.05  .  The sign of the test 

was negative, so the mean of this factor was significantly smaller than the hypothesized value 

3. This indicated that the respondents disagreed to factor of “Depersonalization”. As 

mentioned above this result is in contrary with lingard(2003) whose outcomes showed that 

depersonalization was considered important factor contributing to subjective stress 

The RII of the factor “Reduced Personal Achievement” equals 2.21 (44.21%), Test-value 

= -9.18, and P-value=0.000 which was smaller than the level of significance 0.05  . The 

sign of the test was negative, so the mean of this field is significantly smaller than the 

hypothesized value 3. This indicated that the respondents disagreed to the  factor “Reduced 

Personal Achievement”.  This also disagree with lingard(2003) who found that diminished 

sense of personal accomplishment was found to be valid burnout. 

 

Table 4.27: RII and Test value for burnout factors  
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Factor 1: Emotional exhaustion 3.42 68.46 0.83 5.41 0.000* 

Factor 2 : Depersonalization 2.00 39.92 0.96 -9.23 0.000* 

Factor 3 : Reduced Personal Achievement 2.21 44.21 0.82 -9.18 0.000* 

All factors of the personal stressors 2.72 54.32 0.36 -8.16 0.000* 
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4.4.2.4 Identification and ranking of the physical / physiological stress attributes 

A list of six attributes related to personal stressors was adopted from literature and pilot 

study. These attributes were subjected to the views of respondents and the outcomes of the 

analysis were shown in Table (4.28). 

Table 4.28: RII ranks and Test value for physical / physiological stress  

Attribute 
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I often have headaches and migraines.  2.95 59.02 1.33 0.00 0.500 1 

I have back pain sometimes. 2.95 59.02 1.33 -0.60 0.276 2 

I lose my appetite all the time when undertaking a time-

limited project.  
2.12 42.40 1.29 -7.50 0.000* 3 

I suffer from sleep disorder. 1.89 37.81 1.22 -8.72 0.000* 4 

I have gastrointestinal disorders ( e.g., stomached, 

diarrhea, pain in abdomen, etc.)  
1.52 30.49 0.99 -10.86 0.000* 5 

I have skin problems ( e.g., Skin irritations, psoriasis, 

rash, oily face, etc.). 
1.38 27.65 0.87 -11.54 0.000* 

6 

All attributes of  physical/physiological Stress 2.61 52.22 0.57 -7.07 0.000*  

*The mean is significantly different from 3               

 SD: Standard Deviation           

 RII: Relative importance index 

The results indicated that the attribute “I often have headaches and migraine.” with a 

mean index of 2.95 and relative importance index of RII 59.02% was ranked first. This was 

followed by “I have back pain sometimes” with a mean index of 2.95 and relative importance 

index  of  RII 59.02% as the second ranked attribute, while “I lose my appetite all the time 

when undertaking a time-limited project” with a mean index of 2.12 and relative importance 

index  of  RII 42.40% was rated third. The results also showed no difference of importance 

between the first two ranked attributes. These three attributes reflected the most common 

physical / physiological symptoms that suffered by construction professionals in Gaza Strip. 

The RII of the “Physical / Physiological Stress” equals 2.14 (42.73%), Test-value = -

9.57, and P-value=0.000 which was smaller than the level of significance 0.05  .  The sign 

of the test was negative, so this field was significantly smaller than the hypothesized value 3. 

This indicated that the respondents disagreed to “Physical / Physiological Stress”. This 

indicated that they did not suffer from Physical / Physiological stress symptoms. 

 



Chapter 4  Results and discussion 

133  

 

 

 

 

 

 

 

 

 

Objective 3 

Exploring the impact of stress on performance  
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4.5 Discussion of performance results 

As categorized in the last part of the questionnaire, there were three groups of 

performance. In this section, personal performance, task performance, and organizational 

performance attributes were analyzed using descriptive statistics and factor analysis. Hypotheses 

tests related to performance consequences resulted from stress were included . 

4.5.1 Identification and ranking of performance attributes 

A list of 15 attributes related to performance stressors was adopted from literature and 

pilot study. These attributes were subjected to the views of respondents and the outcomes of 

the analysis was shown in Table (4.29). 

Table 4.29: RII ranks and Test value for performance  

Attribute 
M

ea
n

 

R
II

 (
%

) 

S
D

 

T
es

t 
v

a
lu

e 

P
-v

a
lu

e 

(S
ig

.)
 

R
a

n
k

 

Honesty in work 4.05 80.99 1.14 9.70 0.000*  

Making right decisions. 3.95 79.01 0.78 10.83 0.000*  

Effectiveness of  schedules and  plans to get things done 

on time 
3.94 78.79 0.73 11.38 0.000*  

 To be proud to tell others that you are belong to this 

company. 
3.94 78.79 1.02 9.48 0.000*  

I can get along with others at work well. 3.92 78.35 0.90 9.74 0.000*  

Respect and trust for those we are working together with. 3.87 77.47 1.10 8.74 0.000*  

Controlling the project sum within the budget. 3.87 77.47 0.79 10.42 0.000*  

Good critical thinking for tasks. 3.87 77.47 0.96 9.21 0.000*  

The relationship between you and your colleagues. 3.85 77.03 1.03 9.18 0.000*  

High work productivity. 3.80 75.93 1.08 8.46 0.000*  

Meeting the clients‟ requirements easily. 3.67 73.41 0.93 7.65 0.000*  

 Having the intention to leave this company. 3.63 72.64 1.20 5.93 0.000*  

The difference between my values and the organization‟s 

value. 
3.48 69.56 1.19 4.96 0.000*  

All attributes of performance 3.83 76.68 0.54 11.17 0.000*  

*The mean is significantly different from 3 

SD: Standard Deviation 
RII: Relative importance index 

The results indicated that the attribute “Honesty in work” with a mean index of 4.05 and 

relative importance index of RII 80.99% was ranked first. This was followed by “Making 

right decisions.” with a mean index of 3.95 and relative importance index  of  RII 79.01% as 
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the second ranked attribute, while “Effectiveness of  schedules and  plans to get things done 

on time” with a mean index of 3.94 and relative importance index  of  RII 78.79% was rated 

third. The results indicated that the first attribute reflected the stress impact on personal 

performance. The second and third one were related to the impact of stress on task 

performance. 

4.5.2 Discussion of factor analysis results of performance 

As categorized in the last part of the questionnaire, the three groups of performance 

including personal performance, task performance, and organizational performance were 

subjected to principal factor analysis. This section will find out the effect of stress on each type 

of performance using factor analysis. 

The data gathered using the sixth part of the survey was factor-analyzed to examine the 

inter-relationships among the 15 statements in attempt to reduce the number of statements 

into a small number of factors. First data suitability was assessed using a measure of 

sampling adequacy. Table (4.30) showed the KMO and Bartlett's Test of Sphericity. For 

these data, KMO = 0.739, which fall into the region of acceptance (more than 0.5); so we 

factor analysis was appropriate for these data. Bartlett's test was highly significant (P-value < 

0.001), and therefore factor analysis was appropriate. Cronbach's Alpha of 0.896 suggesting 

the reliability of the research instrument used was also accepted.  

Table 4.30: KMO and Bartlett's test for performance 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.739 

Bartlett's Test of Sphericity Approx. Chi-Square 1067.999 

df 105 

P-value < 0.001 

Cronbach's Alpha 0.896 

Table (4.31) listed the eigenvalues associated with each linear attribute before extraction, 

after extraction and after rotation. Before extraction, SPSS has identified 15 linear attributes 

within the data set.  

Table 4.31: Total variance for performance (Cont.) 
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1 4.404 29.359 29.359 4.404 29.359 29.359 3.516 23.438 23.438 

2 2.099 13.992 43.351 2.099 13.992 43.351 2.628 17.523 40.961 
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Table 4.31: Total variance for performance (Cont.) 
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3 1.650 11.002 54.353 1.650 11.002 54.353 2.009 13.392 54.353 

4 1.291 8.607 62.960       

5 1.110 7.401 70.361       

6 0.827 5.514 75.874       

7 0.673 4.485 80.360       

8 0.616 4.105 84.464       

9 0.509 3.396 87.861       

10 0.425 2.830 90.691       

11 0.393 2.618 93.309       

12 0.339 2.262 95.571       

13 0.276 1.842 97.414       

14 0.229 1.526 98.939       

15 0.159 1.061 100.000       

 

Figure (4.6) showed the scree plot of performance, which left us with 3 factors named as 

personal performance, task performance, and organizational performance, because the 

regression line was severed up to attribute 3 and became almost straight line after that. After 

extraction, factor 1: Personal performance explained 23.438% of variance. Factor 2: Task 

performance 17.523%, and factor 3: Organizational performance  13.392%, respectively. 

 

Figure 4.6: Scree plot of performance 
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The three-factor solution accounted for about 54.353% of the total variance. The three-

factor solution, with respective loading scores was presented in Table (4.32). Reliability 

scores (Cronbach's alpha), for the factors range from 0.798 to 0.940 indicated adequate 

internal consistency.  

Table 4.32: Factor profile for emotion-focused coping behavior   

Factor name 
Factor 

loading 

% 

Variance 

Factor 1: Personal performance   

The relationship between you and your colleagues. 0.869 23.438 

Respect and trust for those we are working together with. 0.863  

Honesty in work 0.829  

I can get along with others at work well. 0.772  

Factor 2: Task performance   

Making right decisions. 0.719 17.5 

Meeting the clients‟ requirements easily. 0.677  

Controlling the project sum within the budget. 0.627  

Good critical thinking for tasks. 0.619  

High work productivity. 0.603  

Effectiveness of  schedules and  plans to get things done on time 0.595  

Factor3: Organizational performance   

 Having the intention to leave this company. 0.814 13.392 

The difference between my values and the organization‟s value. 0.736  

 To be proud to tell others that you are belong to this company. 0.569  

Factor 1: Personal performance 

The first factor, (Personal performance), accounted for 23.438% of the total variance and 

comprised 4 attributes. The majority of attributes had relatively high factor loadings (

0.772).  

From Table (4.32) it was clear that the highest ranked attributes of the first factor was 

“The relationship between you and your colleagues”. This attribute indicated that stress 

encountered by construction professionals affect the relationship between them and their 

colleague, supervisors, and subordinates. The relationships between various project 

participants and the satisfaction of construction clients can all suffer. This match to some 

extent Leung et al. (2005b) studies outcomes that indicated to weak interpersonal 

relationship. The respondents felt unsatisfied with their relationship among work. This 

disagreed with Leung et al. (2006a) and Leung et al. (2008a) whose respondents identified 

good cooperation between them and their colleagues.  

The next attribute was “Respect and trust for those we are working together with”. This 

indicated that stress induced a lack of concern for colleagues, as well as disrespect for, 
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distrust and dislike, of those with whom they are working. Leung et al. (2006a) and Leung et 

al. (2005b) obtained further supportive results.  Their respondents felt less respect for those 

we are working together with.  

Factor 2: Task performance 

The second factor, (Task performance), explained 17.523% of the total variance and 

consisted of six attributes. The majority of attributes had relatively high factor loadings (

0.595).  

The first attribute with highest factor loading was “Making right decisions” The 

respondents were asked to rate their agreement to what extent stress affect their ability to take 

right decision. The respondents agreed to this attribute and this indicated faulty decision-

making process. This led to the same results obtained from Leung et al. (2005b) and Leung et 

al. (2006a) outcomes. Their results showed ineffective process performance. Limited 

alternatives within decision-making and ineffective schedule during planning were 

recognized to affect their task performance. In contrary Leung et al. (2008a) found that 

respondents had effective decision-making ability. 

The second attribute was “Meeting the clients‟ requirements easily”.  We conclude that 

the respondents agreed to this attribute. This indicated that stress affected the ability of 

construction professionals to meet with clients‟ requirements. It could mean disruptions to 

working relationships as people become irriTable and hard to get along with. This is in 

contrary with Leung et al. (2005b), Leung et al. (2008a), and Leung et al. (2006a) outcomes. 

They concluded that respondents met the clients‟ requirement easily. 

Factor3: Organizational performance 

The third factor, (Organizational performance), accounted for 13.392% of the total 

variance and comprised three attributes. The majority of attributes had relatively high factor 

loadings (0.569).  

For this factor, the most contributed attribute was “Having the intention to leave this 

company”.  This meant that stress had not only been linked to employee behaviors and 

specific projects, but also to organizational outcomes, which are especially important to 

employers. Some consequences of stress have adversely influenced organizations. The 

employee may exhibited withdrawal behavior due to the gap between their personal goals and 

the organizational goals. This outcome totally agreed with Leung et al. (2005b), Leung et al. 

(2006a), and Leung et al. (2008a) outcomes. 
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The following attribute was “The difference between my values and the organization‟s 

value”. Organizational ineffectiveness simply refers to the financial impact on an 

organization resulting from poor employee performance. Gap between personal values and 

the organizational values led to poor individuals‟ performance hence poor organizational 

performance. Leung et al. (2005b), Leung et al. (2006a), and Leung et al. (2008a) obtained 

the same results. 

4.5.3 Hypotheses testing of performance 

This part included hypotheses testing of performance. Table (4.33) showed RII, Test-

value, and P-value of performance factors.  

*The mean is significantly different from 3               

 SD: Standard Deviation           

 RII: Relative importance index 

As discussed in chapter one, the hypotheses related to performance consequences were 

divided into three parts. The first hypothesis stated below was used to test the impact of stress 

on personal performance.  

H5a 

 

Stresses have significant impacts on the personal performance of Gaza Strip 

construction professionals. 

Refer to Table (4.33) the RII of the factor “Personal performance” equals 3.92 (78.48%), 

Test-value = 10.15, and P-value=0.000 which was smaller than the level of significance 

0.05  . The sign of the test was positive, so the mean of this field was significantly greater 

than the hypothesized value 3. This indicated that that the respondents agreed to field of 

“Interpersonal Performance” and the hypothesis was accepted. This meant that stress 

encountered by Gaza Strip construction professionals influence their personal performance. 

This result was in agreement with the findings of Leung and Chen (2011a), Leung et al. 

(2005b, 2008a), and Chan (2008) whose research studies determined that stress cause 

negative influence on personal performance. 

Table 4.33: RII and Test value for performance factors  

Factor name 
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Factor 1: Personal performance 3.92 78.48 0.90 10.15 0.000* 

Factor 2: Task performance 3.85 77.01 0.61 11.36 0.000* 

Factor 3 :Organizational performance 3.68 73.66 0.87 8.98 0.000* 

All factors of performance 3.83 76.68 0.54 11.17 0.000* 
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The second hypothesis stated below was used to test the impact of stress on task 

performance.  

H5b 

 

Stresses have significant impacts on the task performances of Gaza Strip construction 

professionals. 

The RII of the factor “Task performance” equals 3.85 (77.01%), Test-value = 11.36, and 

P-value=0.000 which was smaller than the level of significance 0.05  .  The sign of the test 

was positive, so the mean of this field was significantly greater than the hypothesized value 3. 

This indicated that the respondents agreed to field of “Task Performance” and the 

hypothesis was accepted. This meant that task performance was also affected by stress 

subjected to Gaza Strip construction professionals. This is further corroborating the outcomes 

of Leung and Chen (2011a), Leung et al. (2005b, 2008a), Chan (2008), whose investigations 

showed  that  Job stress was negatively related to task performance and lead to ineffective 

process which reduces the task performance. 

Hypothesis stated below was used to test the impact of stress on organizational 

performance.  

H5c 

 

Stresses have significant impacts on the organizational performance of Gaza Strip 

construction professionals. 

The RII of the factor “Organizational performance” equals 3.68 (73.66%), Test-value = 

8.98, and P-value=0.000 which was smaller than the level of significance 0.05  .  The sign 

of the test was positive, so the mean of this field was significantly greater than the 

hypothesized value 3. This indicated that the respondents agreed to field of “Organizational 

Performance” and the hypothesis was accepted. This result reflected  that stress affect the 

organizational performance of Gaza Strip construction professionals. Previous supporting 

studies conducted by Leung and Chen (2011a), Leung et al. (2005b), Chan (2008), and Leung 

et al. (2008a) indicated that  stress was negatively related to organizational performance. 

Thus different types of stress worsened organizational performance. 
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Objective 4 

Identification and ranking the coping behavior used by Gaza 

Strip construction professionals 
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4.6 Discussion of coping behavior strategies results 

This part discussed the results of the most prevailing coping behavior strategies adopted 

be Gaza Strip construction professionals. These strategies was divided into two main groups 

problem-focused and emotion-focused coping behaviors. In this section, each type coping 

strategies adopted by construction professionals in Gaza Strip was handled separately to 

identify and group the most important strategies. Factor analysis were used to examine the 

inter-relationships among the attributes in attempt to reduce the number of them into a small 

number of factors. In this section, hypotheses testing were included. 

4.6.1 Discussion of problem-focused coping behavior 

Problem-focused coping involves the individual‟s efforts to deal with the source of stress 

through the modification of their own behavior or environmental conditions. In this part, 

respondents identified problem-focused coping behaviors using a five-point Likert scale. The 

outcomes of analysis from SPSS showed the standard deviation, RII (Relative Importance 

Index), test values for each factor and related attributes, and factor analysis results.  

4.6.1.1 Identification and ranking of problem-focused coping behavior 

A list of 14 attributes related to problem-focused coping behavior was adopted from 

literature and pilot study. These attributes were subjected to the views of respondents and the 

outcomes of the analysis was shown in Table (4.34). 

Table 4.34: RII ranks and Test value for problem-focused coping behavior (cont.) 

Attribute 
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I come out of the experience better than when I went in 4.21 84.15 0.80 11.79 0.000* 1 

I put extra attention on planning and scheduling rather 

than acting on impulse 
4.11 82.30 0.78 11.50 0.000* 2 

Whenever I am stressed, I try to solve the problem as 

soon as possible 
4.11 82.19 0.75 11.61 0.000* 3 

I deal directly and rationally with the problem. 4.10 81.97 0.73 11.68 0.000* 4 

I think about the event and learn from my mistake. 4.10 82.08 0.84 11.41 0.000* 5 

I know what had to be done, so I double my efforts to 

make things work. 
4.06 81.20 0.60 12.23 0.000* 6 

I come up with different solutions to the problems (e.g. 

time management, management skills enhancement, self 

compromise, etc.). 

4.04 80.87 0.72 11.69 0.000* 7 
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Table 4.34: RII ranks and Test value for problem-focused coping behavior (cont.) 

Attribute 
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I appraise the problem again and again to see whether 

there are any controllable variables, either about the 

personal or environmental problems 

4.04 80.87 0.94 10.60 0.000* 8 

I talk to someone to find out more about the situation. 3.61 72.24 1.18 6.89 0.000* 9 

I consult my boss, supervisor, friends or colleagues to ask 

for suggestions and ideas for my problems. 
3.57 71.37 1.20 5.84 0.000* 10 

I talk to someone who could do something concrete about 

the problem. 
3.57 71.48 1.13 6.98 0.000* 11 

If I failed to solve it on my own, I share the problem with 

those who are able to and have experienced it before 
3.54 70.82 1.25 5.84 0.000* 12 

I try to get the person responsible to change his or her 

mind. 
2.86 57.16 1.48 -0.32 0.375 13 

I express anger to the person who caused the problem 2.73 54.54 1.36 -0.82 0.205 14 

All attributes of problem-focused coping behavior 3.76 75.23 0.54 10.70 0.000*  

*The mean is significantly different from 3 
SD: Standard Deviation 

RII: Relative importance index 

The results indicated that the attribute “I come out of the experience better than when I 

went in” with a mean index of 4.21 and relative importance index of RII 84.15% was ranked 

first. This was closely followed by “I put extra attention on planning and scheduling rather 

than acting on impulse” with a mean index of 4.11 and relative importance index  of  RII 

82.30% as the second ranked attribute, while “Whenever I am stressed, I try to solve the 

problem as soon as possible” with a mean index of 4.11 and relative importance index  of  

RII 82.19% was rated third. The results also showed marginal difference of importance 

between the first eight ranked attributes. These attributes reflected that construction 

professionals prefer planful and positive reappraisal problem solving rather than other types 

of strategies to cope with stress they suffered. 

4.6.1.2 Discussion of factor analysis results of problem-focused coping behavior 

Factor analysis provided three factor solution including planful / positive reappraisal 

problem solving, seeking social instrumental support, and confrontive coping this section will 

discuss every factor to find out which is more adopted by Gaza Strip construction 

professionals. 
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The data gathered using the fifth part of the survey was factor-analyzed to examine the 

inter-relationships among the 14 statements in attempt to reduce the number of statements 

into a small number of factors. First data suitability was assessed using a measure of 

sampling adequacy. 

Table (4.35) shows the KMO and Bartlett's Test of Sphericity. For these data, KMO = 

0.767, which fall into the region of acceptance; so factor analysis was appropriate for these 

data. Bartlett's test is highly significant (P-value < 0.001), and therefore factor analysis was 

appropriate. Cronbach's Alpha of 0.894 suggesting the reliability of the research instrument 

used was also accepted. 

Table 4.35: KMO and Bartlett's test for problem-focused coping behavior 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.767 

Bartlett's Test of Sphericity Approx. Chi-Square 1144.929 

df 91 

P-value < 0.001 

Cronbach's Alpha 0.894 

Table (4.36) listed the eigenvalues associated with each linear attribute before extraction, 

after extraction and after rotation. Before extraction, SPSS has identified 14  linear attributes 

within the data set.  

Table 4.36: Total variance of problem-focused coping behavior  
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1 4.486 32.040 32.040 4.486 32.040 32.040 3.539 25.277 25.277 

2 2.496 17.831 49.872 2.496 17.831 49.872 3.121 22.291 47.568 

3 1.460 10.432 60.304 1.460 10.432 60.304 1.783 12.736 60.304 

4 1.217 8.694 68.998       

5 0.862 6.160 75.158       

6 0.647 4.624 79.782       

7 0.587 4.192 83.974       

8 0.509 3.635 87.609       

9 0.418 2.988 90.597       

10 0.366 2.613 93.211       

11 0.296 2.116 95.327       

12 0.248 1.769 97.096       

13 0.225 1.605 98.701       

14 0.182 1.299 100.000       
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Figure (4.7) showed the scree plot of problem-focused coping behavior, which left us 

with 3 factors, because the regression line was severed up to attribute 3 and became almost 

straight line after that. After extraction, factor 1: Planful and positive reappraisal problem 

solving accounted for 25.277% of variance (compared to factor 2: Seeking social 

instrumental support 22.291%, and  factor 3: Confrontive coping 12.736%, respectively).  

 

Figure 4.7: Scree plot of problem-focused coping behavior 

 

The three-factor solution explained about 60.304% of the total variance. The three-factor 

solution, with respective loading scores was presented in Table (4.37). Reliability scores 

(Cronbach's alpha), for the factors range from 0.905 to 0.944 indicated adequate internal 

consistency.  

Table 4.37: Factor profile for problem-focused coping behavior (Cont.)  

Factor name 
Factor 

loading 

% 

Variance 

Factor 1: Planful and positive reappraisal problem solving   

I deal directly and rationally with the problem. 0.759 25.277 

I come up with different solutions to the problems (e.g. time management, 

management skills enhancement, self compromise, etc.). 
0.719  

I put extra attention on planning and scheduling rather than acting on impulse 0.710  

I appraise the problem again and again to see whether there are any controllable 

variables, either about the personal or environmental problems 
0.648  

Whenever I am stressed, I try to solve the problem as soon as possible 0.635  

I know what had to be done, so I double my efforts to make things work. 0.624  

I come out of the experience better than when I went in 0.567  

I think about the event and learn from my mistake. 0.539  
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Table 4.37: Factor profile for problem-focused coping behavior (Cont.)  

Factor name 
Factor 

loading 

% 

Variance 

Factor 2: Seeking social instrumental support   

I talk to someone to find out more about the situation. 0.878 22.291 

I consult my boss, supervisor, friends or colleagues to ask for suggestions and 

ideas for my problems. 

0.857 
 

If I failed to solve it on my own, I share the problem with those who are able to 

and have experienced it before 

0.839 
 

I talk to someone who could do something concrete about the problem. 0.810  

Factor3: Confrontive coping   

I express anger to the person who caused the problem 0.913 12.736 

I try to get the person responsible to change his or her mind. 0.839  

 

Factor 1: Planful and positive reappraisal problem solving 

The first factor, (Planful and positive reappraisal problem solving), accounted for 

25.277% of the total variance and comprised eight attributes. The majority of attributes had 

relatively high factor loadings (0.539).  

The first attribute under this factor was “I deal directly and rationally with the problem”. 

This indicated that respondents were oriented towards confronting and overcoming the 

stressor. This referred to the process of taking direct actions to remove the stressor suffered, 

to ameliorate its effect and to resolve the problem Aitken and Crawford (2007) found that 

their respondents used more planning, active coping 

The second attribute was “I come up with different solutions to the problems (e.g. time 

management, management skills enhancement, self compromise, etc.)”. This indicated that 

construction professionals in Gaza Strip used planning and organizing for coming up with 

action coping to handle problems. They tried to identify the cause, possible actions and 

related consequences of problems.  This came in line with Leung et al. (2003, 2006a)  but 

they had this attribute as first ranked one. Aitken and Crawford (2007) found that their 

respondents used more planning, active coping, and positive reframing. Further cooperative 

results obtained by Leung et al. (2003). Their respondents tried to reduce stress by solving the 

problem with different ways and considering several alternatives for handling the problem 

Factor 2: Seeking social instrumental support 

The second factor, (Seeking social instrumental support), accounted for 22.291%  of the 

total variance and comprises 4 attributes indication the respondents‟ degree of (Seeking social 

instrumental support). The majority of attributes had relatively high factor loadings (0.810). 
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The first attribute was “I talk to someone to find out more about the situation”. It 

indicated that construction professionals asked for information from different people and 

sources in order to help in stressful problems. They did not depend on the available 

information instead; they search for explanations and answers. The investigation done by 

Leung et al. (2003) showed that respondents used talking to colleagues with similar 

experiences that can help out with the problem. Moreover, Leung et al. (2006a) study found 

this attribute as the first ranked option. 

The following attribute was “I consult my boss, supervisor, friends or colleagues to ask 

for suggestions and ideas for my problems”. This indicated that construction professionals 

asked for advice and assistance from boss, supervisor, friends, or colleague to make use of 

their experience. Aitken and Crawford (2007) concluded that project manager applied using 

instrumental support to reduce stress effect. Leung et al. (2003), Leung et al. (2006a), and 

Yip and Rowlinson (2006) concluded the same results. 

  

Factor3: Confrontive coping 

The third factor, (Confrontive coping), accounted for 12.736%  of the total variance and 

comprises 2 attributes. The majority of attributes had relatively high factor loadings (

0.839).  

This factor included two attributes. The first one, “I express anger to the person who 

caused the problem”, reflected aggressive reaction towards person involved in the problem. 

Negative emotional discharge coping may cause the job dissatisfaction of subordinates or 

seriously affect the health construction professionals. These results were corresponding with 

previous research by Haynes and Love (2004). Their outcomes showed that greater use of 

cognitive avoidance was associated with increases in negative mood. 

The second one was “I try to get the person responsible to change his or her mind”. This 

attribute reflected affective regulation intends to control emotions by suppressing impulsive 

acts and then bolster morale by positive thinking. This agreed with Leung et al. (2003) 

research outcomes. 

4.6.1.3 Hypotheses testing of problem-focused coping behavior 

This part included hypotheses testing of problem-focused coping behavior. Table (4.38) 

showed RII, Test-value, and P-value of personal stressors factors. 
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As discussed in chapter one, the stated below were used hypothesis related to emotion-

focused coping behavior.  

H6a 

 

The adoption of problem-focused coping behavior has a significant effect on the 

stress-performance relationship of  Gaza Strip construction professionals. 

From Table (4.38) it was clear that the RII of the factor “Planful / positive reappraisal 

problem solving” equals 4.10 (81.95%), Test-value = 12.64, and P-value=0.000 which was 

smaller than the level of significance 0.05  .  The sign of the test was positive, so the mean 

of this field is significantly greater than the hypothesized value 3. This indicated that the 

respondents agreed to factor of “Planful / positive reappraisal problem solving” and the 

hypothesis was accepted. This was further supporting the outcomes of Aitken and Crawford 

(2007) whose study found that project managers apply more active coping and planning 

strategies when dealing with stressful situations. Haynes and Love  (2004), Leung et 

al.(2012), Yip and Rowlinson (2006), and Chan (2008) asserted that  Planful,  rational, and 

reappraisal problem solving were adopted to reduce stress effect by different construction 

professionals. 

The RII of the factor “Seeking social instrumental support” equals 3.57 (71.48%), Test-

value = 6.73, and P-value=0.000 which was smaller than the level of significance 0.05  .  

The sign of the test was positive, so the mean of this factor was significantly greater than the 

hypothesized value 3. This indicated that the respondents agreed to field of “Seeking social 

instrumental support” and the hypothesis was accepted. This outcome agreed with the 

findings of Haynes and Love  (2004), Leung et al.(2012), and Yip and Rowlinson (2006) that 

highly adopted social support seeking in reducing stress encountered. 

The RII of the factor “Confrontive coping” equals 2.79 (55.85%), Test-value = -0.16, and 

P-value=0.437 which was greater than the level of significance 0.05  . Then the mean of 

Table 4.38: RII ranks and Test value for problem-focused coping behavior factors  
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Factor 1: Planful/positive reappraisal problem solving 4.10 81.95 0.51 12.64 0.000* 

Factor 2: Seeking social instrumental support 3.57 71.48 1.03 6.73 0.000* 

Factor 3 : Confrontive coping 2.79 55.85 1.31 -0.16 0.437 

All factors of  problem-focused coping behavior 2.72 54.32 0.36 -8.16 0.000* 
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this factor was insignificantly different from the hypothesized value 3. This indicated that 

the respondents (Do not know, neutral) to field of “Confrontive coping” so the hypothesis 

was not valid. This provide a good indicator about non aggressive behavior of Gaza Strip 

construction professionals toward stressful situations.   

The RII of the filed “Problem-focused coping behavior” equals 3.76 (75.23%), Test-

value = 10.70, and P-value=0.000 which was smaller than the level of significance 0.05  . 

The sign of the test was positive, so the mean of this field is significantly greater than the 

hypothesized value 3. This indicated that the respondents agreed to field of “Problem-

focused coping behavior” and the hypothesis was accepted. This meant that construction 

professionals in Gaza strip adopted problem-focused coping behavior. Leung et al. (2003, 

2006a) in their study found that senior estimators apply problem-focused coping behaviors. 

This is consistent to the current study outcomes. Previous study has found that C-Ps in 

Australia who engaged in more problem-focused coping, such as active coping, are better 

adjusted than those who engaged in more emotion-focused coping (Haynes and Love, 2004). 

4.6.2 Discussion of emotion-focused coping behavior 

Emotion-focused coping behavior involves coping efforts aimed at adjusting emotional 

distress and maintaining a moderate level of arousal. This could be achieved by using one of 

the following means including accepting responsibility/denial/emotional discharge, avoidance 

/ escapism, and seeking emotional support. This section will investigate the results showing 

to what extent Gaza Strip construction professionals used these ways to reduce stress 

imposed.  

4.6.2.1 Identification and ranking of emotion-focused coping behavior 

A list of 18 attributes related to emotion-focused coping behavior was adopted from 

literature and pilot study. These attributes were subjected to the views of respondents and the 

outcomes of the analysis was shown in Table (4.39). 

Table 4.39: RII ranks and Test value for emotion-focused coping behavior (cont.) 
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I take ultimate responsibility and blame myself if things 

go wrong. 
4.04 80.77 0.99 10.23 0.000* 1 

I try to keep my feelings to myself and promise that 3.97 79.34 0.83 10.45 0.000* 2 
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Table 4.39: RII ranks and Test value for emotion-focused coping behavior (cont.) 
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things would be different next time. 

I keep others from knowing how bad things were. 3.83 76.50 1.15 8.15 0.000* 3 

I wish that the situation would continue for a while and 

will be over. 
3.83 76.50 1.15 8.63 0.000* 4 

I try to get emotional support from colleagues, friends, or 

relatives. 
3.68 73.55 1.11 7.49 0.000* 5 

I talk to someone about how I was feeling. 3.61 72.24 1.17 6.94 0.000* 6 

I go on as if nothing had happened and refuse to think 

about it too much. 
3.58 71.69 1.29 5.72 0.000* 7 

I try to lose myself for a while by smoking. 3.51 70.27 1.67 4.41 0.000* 8 

I avoid phone calls during non-office hours to get rid of 

the problem. 
2.99 59.89 1.44 0.00 0.500 9 

I escape from stress by thinking of relaxing and happy 

things, 
2.91 58.25 1.45 -0.24 0.404 10 

I try to make myself feel better by taking rest, going for a 

walk, doing exercise, reading, or listening to music. 
2.90 58.02 1.51 -0.24 0.403 11 

I refuse tasks assigned from others. 2.61 52.20 1.46 -3.74 0.000* 12 

I get upset and let my emotions out 2.59 51.80 1.44 -3.05 0.001* 13 

I sometimes cry to let my emotion out 1.73 34.64 1.28 -9.44 0.000* 14 

All attributes of emotion-focused coping behavior 3.27 65.41 0.56 4.99 0.000*  

*The mean is significantly different from 3               
 SD: Standard Deviation           

 RII: Relative importance index 

The results indicated that the attribute “I take ultimate responsibility and blame myself if 

things go wrong” with a mean index of 4.04 and relative importance index of RII 80.77% 

was ranked first. This was closely followed by “I try to keep my feelings to myself and 

promise that things would be different next time” with a mean index of 3.97 and relative 

importance index  of  RII 79.43% as the second ranked attribute, while “I keep others from 

knowing how bad things were” with a mean index of 3.83 and relative importance index  of  

RII 76.50% was rated third. The first three attribute reflected  that construction professionals 

tend to accept responsibility when suffer from stressful situation. 
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4.6.2.2 Discussion of factor analysis results of emotion-focused coping behavior 

The data gathered using the fifth part of the survey were factor-analyzed to examine the 

inter-relationships among the 18 statements in attempt to reduce the number of statements 

into a small number of factors. First data suitability was assessed using a measure of 

sampling adequacy. 

Table (4.40) shows the KMO and Bartlett's Test of Sphericity. For these data, KMO = 

0.713, which fall into the region of being superb; so we would be confident that factor 

analysis is appropriate for these data. Bartlett's test is highly significant (P-value < 0.001), 

and therefore factor analysis is appropriate. Cronbach's Alpha of 0.813 suggesting the 

reliability of the research instrument used was also accepted. 

Table 4.40 KMO and Bartlett's test for emotion-focused coping behavior 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.713 

Bartlett's Test of Sphericity Approx. Chi-Square 972.414 

df 153 

P-value < 0.001 

Cronbach's Alpha 0.813 

Table (4.41) lists the eigenvalues associated with each linear attribute before extraction, 

after extraction and after rotation. Before extraction, SPSS has identified 18 linear attributes 

within the data set.  

Table 4.41: Total Variance for emotion-focused coping behavior (Cont.) 
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1 3.803 21.126 21.126 3.803 21.126 21.126 3.350 18.609 18.609 

2 2.404 13.357 34.483 2.404 13.357 34.483 2.527 14.041 32.649 

3 1.833 10.183 44.666 1.833 10.183 44.666 2.163 12.017 44.666 

4 1.607 8.928 53.594       

5 1.188 6.602 60.196       

6 1.049 5.829 66.025       

7 0.990 5.502 71.528       

8 0.755 4.194 75.722       

9 0.682 3.787 79.509       

10 0.620 3.444 82.953       

11 0.519 2.881 85.835       

12 0.511 2.841 88.676       
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Table 4.41: Total Variance for emotion-focused coping behavior (Cont.) 
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13 0.502 2.787 91.463       

14 0.378 2.098 93.561       

15 0.357 1.981 95.542       

16 0.307 1.705 97.247       

17 0.279 1.553 98.800       

18 0.216 1.200 100.000       

Figure (4.8) showed the scree plot, which left us with 3 factors named as accepting 

responsibility / denial / emotional discharge, avoidance / escapism, and seeking emotional 

support, because the regression line was severed up to attribute 3 and became almost straight 

line after that. After extraction, factor 1: accepting responsibility / denial / emotional 

discharge accounted for 18.609% of variance (compared to factor 2: avoidance / escapism 

14.041%, and factor 3: seeking emotional support 2.017%, respectively).  

 

Figure 4.8: Scree plot of emotion -focused coping behavior 

 

The three-factor solution accounted for about 44.666% of the total variance. The three-

factor solution with respective loading scores was presented in Table (4.42). Reliability 

scores (Cronbach's alpha), for the factors range from 0.764 to 0.870 indicated adequate 

internal consistency.  
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Table 4.42: Factor profile for emotion-focused coping behavior   

Factor name 
Factor 

loading 

% 

Variance 

Factor 1: Accepting responsibility / Denial / Emotional discharge   

I go on as if nothing had happened and refuse to think about it too much. 0.756 18.609 

I keep others from knowing how bad things were. 0.754  

I take ultimate responsibility and blame myself if things go wrong. 0.722  

I try to keep my feelings to myself and promise that things would be different next 

time. 
0.716  

I wish that the situation would continue for a while and will be over. 0.644  

I try to lose myself for a while by smoking. 0.429  

Factor 2: Avoidance / Escapism   

I avoid phone calls during non-office hours to get rid of the problem. 0.821 14.041 

I refuse tasks assigned from others. 0.809  

I escape from stress by thinking of relaxing and happy things, 0.745  

I get upset and let my emotions out 0.498  

Factor3: Seeking emotional support   

I try to get emotional support from colleagues, friends, or relatives. 0.728 12.017 

I talk to someone about how I was feeling. 0.699  

I try to make myself feel better by taking rest, going for a walk, doing exercise, 

reading, or listening to music. 

0.622  

I sometimes cry to let my emotion out 0.419  

Factor 1: Accepting responsibility / Denial / Emotional discharge 

The first factor, (Accepting responsibility / Denial / Emotional discharge), explained 

18.609%  of the total variance and comprised 6 attributes. The majority of attributes had 

relatively high factor loadings (0.429).  

The first attribute in this group was “I go on as if nothing had happened and refuse to 

think about it too much”. This indicated that construction professional in Gaza Strip were 

oriented towards reducing tension by evading the problem. Site managers used defensive 

reappraisal may not experience stress. They suffered stress emotions of depression and 

anxiety, as the denied stressor may not been overcome (Haynes and Love,  2004). 

The second attribute was “I keep others from knowing how bad things were”. This 

attribute was suggested by pilot study and the respondents agreed to this way of coping with 

stress. This may indicate the ability of critical thinking in stressful events. It indicated that 

keeping others from knowing about bad things contributed to solve the problem effectively. 

Factor 2: Avoidance / Escapism 

The second factor, (Avoidance / Escapism), accounted for 14.041% of the total variance 

and consisted of four attributes. The majority of attributes had relatively high factor loadings 

(0.498).  
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The first attribute was “I avoid phone calls during non-office hours to get rid of the 

problem”. This indicated that construction professionals isolated themselves from the stress 

encountered by ignoring or escaping from related calls. Avoidance coping may be a type of 

„defense mechanism‟ by which employed protect themselves from the unpleasant emotions 

related to the stressor. Haynes and Love (2004) study proved that project managers in 

Australia adopted this strategy. 

The second attribute under this factor was “I refuse tasks assigned from others”. This 

indicated negative reaction to avoid involving into stressful event. Construction professionals 

expressed their anger by this mean to reduce stress upon them.   

Factor3: Seeking emotional support 

The third factor, (Seeking emotional support), accounted for 12.017%  of the total 

variance and comprises 5 attributes indication the respondents‟ degree of (Seeking emotional 

support). The majority of attributes had relatively high factor loadings (0.419).  

The first attribute was “I try to get emotional support from colleagues, friends, or 

relatives” followed by the second one “I talk to someone about how I was feeling”. Both 

attributes reflected that construction professionals in Gaza Strip were oriented to seek 

emotional support. They would talk with someone else for getting moral supporting, 

sympathy or understanding. This was in agreement with Leung et al. (2003), Leung et al. 

(2006a), Yip and Rowlinson (2006), and Aitken and Crawford (2007) outcomes. 

4.6.2.3 Hypotheses testing of emotion-focused coping behavior 

This part included hypotheses testing of emotion-focused coping behavior hypotheses. 

Table (4.43) showed  RII, Test-value, and P-value of personal stressors factors.  

 

As discussed in chapter one, the stated below were used hypothesis related to emotion-

focused coping behavior.  

Table 4.43: RII and Test value for emotion-focused coping behavior  
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Factor 1: Accepting responsibility/Denial/Emotional discharge 3.79 75.85 0.81 9.07 0.000* 

Factor 2: Avoidance / Escapism 2.78 55.56 1.08 -2.80 0.003* 

Factor 3 : Seeking emotional support 2.98 59.64 0.85 0.00 0.500 

All factors of emotion-focused coping behavior 3.27 65.41 0.56 4.99 0.000* 
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H6b 

 

The adoption of emotion-focused coping behavior has a significant effect on the stress 

performance relationship of Gaza Strip construction professionals. 

Table (4.43) showed that the RII of the factor “Accepting responsibility / Denial / 

Emotional discharge” equals 3.79 (75.85%), Test-value = 9.07, and P-value=0.000 which was 

smaller than the level of significance 0.05  . The sign of the test was positive, so the mean 

of this field was significantly greater than the hypothesized value 3. This indicated that 

respondents agreed to “Accepting responsibility/Denial/Emotional discharge” and the 

hypothesis was accepted. Supporting literature investigated  that accepting responsibilities 

was found by Haynes and Love  (2004), emotional discharge was found Leung et al.(2012), 

and both of them was found by Chan (2008) to be adopted by construction professionals. 

The RII of the factor “Avoidance / Escapism” equals 2.78 (55.56%), Test-value = -2.80, 

and P-value=0.000 which was smaller than the level of significance 0.05  .  The sign of the 

test was negative, so the mean of this field was significantly smaller than the hypothesized 

value 3. This indicated that the respondents disagreed to field of “Avoidance/Escapism” 

and the hypothesis was not valid. This outcome is in contrary with Haynes and Love (2004) 

who found that the adoption of cognitive avoidance and self-controlling was widely used. 

Leung et al.(2012) and Chan (2008)  also found that escapism-avoidance were used as 

emotion focused coping behaviors. 

The RII of the factor “Seeking emotional support” equals 2.98 (59.64%), Test-value = 

0.00, and P-value=0.500 which is greater than the level of significance 0.05  .  Then the 

mean of this factor was insignificantly different from the hypothesized value 3. This 

indicated that the respondents (Do not know, neutral) to field of “Seeking emotional 

support” and the hypothesis was not valid. As mentioned in Leung et al.(2012) study  social 

support seeking was considered as effective tool to relieve stress. 

As summary for coping behaviors, the RII of the filed “Coping behavior strategies” 

equals 3.52 (70.32%), Test-value = 10.55, and P-value=0.000 which was smaller than the 

level of significance 0.05  . The sign of the test was positive, so the mean of this field was 

significantly greater than the hypothesized value 3. This indicated that the respondents 

agreed to field of “Coping behavior strategies” and the hypothesis was accepted.  

Researches and studies on the coping behaviors of construction professionals are limited. 

Previous study has found that C-Ps in Australia who engaged in more problem focused 
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coping, such as active coping, are better adjusted than those who engaged in more emotion-

focused coping (Haynes and Love, 2004). For Honk Kong construction professionals, 

previous studies have found that both problem-focused coping , and emotion-focused coping 

behavior  are effective examples of coping behavior which lead to positive performance in 

Hong Kong (Leung et al., 2006a). Planful problem solving was found to be the most 

frequently adopted coping behaviors among Honk Kong construction professionals (Yip and 

Rowlinson, 2006). 
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Objective 5 

Investigating the relationships between stressors, 

stresses (i.e. objective and subjective stresses), coping 

behavior, and performance 

(Using Pearson correlation and respondents analysis) 

 

 

 

 

 

 

 

 

 

 



Chapter 4  Results and discussion 

158  

 

4.7 Pearson Correlation of stressors, objective stress level, subjective stress level, and 

coping behavior strategies 

The relationships between stressors, stresses (i.e. objective and subjective stresses), 

coping behavior, and performance of Gaza construction professionals were investigated by 

Pearson correlation analysis in this section. The summary of the results were shown in Table 

(4.44) to find out if there was statistically significant relationship between stressors and each 

of objective stress level, subjective stress level, and coping behavior strategies. Furthermore, 

Table (4.45) to find out if there was statistically significant relationship between performance 

and each of objective stress level and subjective stress level. 

4.7.1 Pearson correlation between stressors and objective stress level 

Based on the literature reviews stressors were hypothesized to influence stress. This 

section was to find out if there is statistically significant relationship between stressors and 

objective stress Level. Table (4.44) showed the following results: 

Based on the results of Pearson correlation, the correlation coefficient between stressors 

and objective stress level equals 0.137 and the p-value (Sig.) equals 0.035. The p-value (Sig.) 

was less than 0.05, so the correlation coefficient was statistically significant at α = 0.05. This 

indicated that there was a significant relationship between stressors and objective stress 

level. This meant that stressors had significant influence on objective stress levels. It is 

understandable that individuals under stress find it difficult to get recognition and respect for 

their job performance. This might affect their self-perceived ability to do their work. With 

their expected work ability being unchanged, lowered self-perceived ability to work 

inevitably leads to objective stress. This was in agreement with Leung et al. (2008c) whose 

outcomes identified four critical stressors to have significant impact on objective stresses, 

including work overload, poor interpersonal relationships, poor work environment, and poor 

non-work environment. Another study by Leung et al. (2007b) showed that increased levels 

of objective stress were associated with workload, lack of autonomy and inappropriate 

feedback. Moreover, Chan (2008) indicated in his study that work overload and poor 

relationships induced objective stress  

4.7.2 Pearson correlation between stressors and subjective stress level 

Based on the results of Pearson correlation, Table (4.44) showed that the correlation 

coefficient between stressors and subjective stress level equals 0.499 and the p-value (Sig.) 

equals 0.000. The p-value (Sig.) was less than 0.05, so the correlation coefficient was 
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statistically significant at α = 0.05. This indicated that there was a significant positive 

relationship between stressors and subjective stress level. This meant that stressors affect 

subjective stress level positively with its two types burnout and physical/physiological. 

According to the previous research, depersonalization was a negative response to emotional 

exhaustion, while it was also primarily and positively associated with reduced personal 

accomplishment. Therefore, stressors had positive effects on the emotional exhaustion, 

depersonalization, and reduced personal accomplishment aspects of individuals. This agreed 

with Leung et al. (2008c) whose outcomes investigated four critical stressors to have 

significant impact on subjective stresses, including work overload, poor interpersonal 

relationships, poor work environment, and poor non-work environment. Leung et al. (2007b) 

found that increased subjective stress appeared with conflict, distrust, inappropriate feedback, 

and unfair reward and treatment. This was in line with Chan (2008) whose study indicated 

that work overload induced burnout and burnout induces physiological stress. Furthermore, 

Leung and Chen (2011a) found that job stress was the antecedent of subjective stress. Leung 

et al. (2010) investigated that work overload, inter-role conflict, poor physical environment, 

unfair reward and treatment, and appropriate safety equipments affected subjective stress. 

4.7.3 Pearson correlation between stressors and coping behavior strategies 

According to the result of the Pearson correlation analysis shown in Table (4.44), the 

correlation coefficient between stressors and coping behavior strategies equals -0.033 and the 

p-value (Sig.) equals 0.327. The p-value (Sig.) is greater than 0.05, so the correlation 

coefficient was statistically insignificant at α = 0.05. This indicated that there was NO 

significant relationship between stressors and coping behavior strategies. It meant that 

different types of stressors suffered by construction professionals in Gaza strip did not affect 

the strategy adopted by them.  

Table 4.44:  Correlation coefficient between stressors and each of objective stress, subjective stress, and 

coping behavior strategies 

Field Spearman Correlation  Coefficient P-Value (Sig.) 

Objective Stress Level 0.137(*) 0.035 

Subjective Stress level 0.499(*) 0.000 

Coping behavior strategies -0.033 0.327 

* Correlation is statistically significant at 0.05 level 
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4.7.4 Pearson correlation between performance and objective stress level  

Regarding the correlations between performance and objective stress level, the results 

were to find out if there was statistically significant relationship between job performance 

and objective stress levels. Table (4.45) showed that: the correlation coefficient between 

performance and objective stress level equals -0.084 and the p-value (Sig.) equals 0.134. The 

p-value (Sig.) was greater than 0.05, so the correlation coefficient was statistically 

insignificant at α = 0.05. This indicated that there was NO significant relationship between 

performance and objective stress level. This led to conclusion that performance of 

construction professionals suffering from too much objective stress had not affected. This 

disagreed with and Chen (2011a) study whose finding outcomes indicated that objective 

stress was negatively related only to task performance. It was also in contradiction with 

Leung et al. (2008a) whose results asserted that objective stress reduced the task 

performance. Moreover, Chan (2008) found that objective stress worsened personal 

performance. 

4.7.4 Pearson correlation between performance and subjective stress level  

Referring to Table (4.45), the correlation coefficient between performance and subjective 

stress level equals -.184 and the p-value (Sig.) equals 0.006. The p-value (Sig.) was smaller 

than 0.05, so the correlation coefficient was statistically significant at α = 0.05. This 

indicated that there was significant negative relationship between performance and 

subjective stress level. As one of the subjective stress level factors, burnout affected 

performance negatively. Construction professionals suffering from burnout always adjust to 

negative changes in their behavior in the areas of social life (i.e. avoid communicating with 

others), attitude to work (i.e. low motivation during their work) and low job satisfaction (i.e. a 

lot of complaints about the construction companies, reward systems, promotion schemes, 

welfare systems, etc.). Moreover, when individuals suffered from physiological stress, 

symptoms such as headaches, migraines, high blood pressure and loss of appetite poor 

performance occurred. Physical wellness is essential for individuals‟ behavior. Individuals in 

poor physical condition worsened performance. Leung and Chen (2011a) study outcomes 

indicated that subjective stress was negatively related to organizational performance. These 

outcomes disagreed with Leung et al. (2008a) results that indicated that burnout could have a 

positive effect on task and personal performance. In addition, Chan (2008) study showed that 

burnout worsens the organizational performance but enhances the personal performance 
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Table 4.45Correlation coefficient between performance and each of objective  and subjective stress level. 

Field Spearman Correlation  Coefficient P-Value (Sig.) 

Objective Stress Level -0.084 0.134 

Subjective Stress level -.184(*) 0.006 

* Correlation is statistically significant at 0.05 level 

4.8 Respondents analysis 

This part was to analyze the differences among respondents that related to age, gender, 

educational level, and type of company  

4.8.1 Analysis considering age 

This section examined the effect of age on respondents‟ decision about questionnaire 

fields and related attributes. Table (4.46) showed that the p-value (Sig.) was smaller than the 

level of significance  = 0.05 for the attributes of “stressors and subjective stress level”. 

There was significant difference among the respondents regarding to this fields due to Age. 

This indicated that the respondents’ age has significant effect on their perception of 

“stressors and subjective stress level”. Respondents that had age between 20 –30 years had 

suffered from higher subjective stress levels than other age groups. This indicates that 

experience may enhance the prescription of stress among construction professionals and 

junior professionals will acquire this ability by years. 
 

Table (4.46) showed that the p-value (Sig.) was greater than the level of significance  = 

0.05 for the other fields. There was insignificant difference among the respondents regarding 

to these fields due to Age. This indicated that respondents‟ Age has no effect on subjective 

stress levels suffered, coping behaviors selected, or impact of stress on performance. This 

disagreed with Leung et al. (2003) whose study found that senior estimators normally apply 

problem-focused coping behaviors to alleviate the stress encountered in the jobs, while junior 

estimators with limited working experiences prefer to seek emotional support from their 

religions in order to relieve the stress. 

Table  4.46 : Kruskal-Wallis test of the fields and their p-values for Age (Cont.) 

No. Group 
Test 

Value 
Sig. 

Age means 
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1.  Part II Stressors 17.907 0.001* 77.17 107.78 86.93 60.86 64.50 

2.  Part III Objective Stress Level 3.555 0.470 74.33 86.87 96.30 79.11 71.00 

3.  Part IV Subjective Stress level 10.658 0.031* 101.63 106.50 91.46 67.77 59.06 
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Table  4.46 : Kruskal-Wallis test of the fields and their p-values for Age (Cont.) 

No. Group 
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Value 
Sig. 

Age means 
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2
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4
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 <
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4.  Part V Coping behavior strategies 2.457 0.652 125.50 87.05 93.54 98.20 99.94 

5.  Part VI  Job Performance 1.770 0.778 108.17 93.22 85.95 100.57 91.00 

* Means differences are significant at  = 0.05 

4.8.2 Analysis considering gender 

Table (4.47) showed that the p-value (Sig.) was smaller than the level of significance  = 

0.05 for the field “Objective stress levels”. There was significant difference among the 

respondents regarding to “Objective stress levels”. due to gender. This indicated that the 

respondents’ Gender has significant effect on objective stress levels suffered by Gaza strip 

construction professionals. Male respondents had higher stress level than Female 

respondents. This agreed with Loosemore and Waters (2004) whose findings showed that 

men experience slightly higher levels of stress than women. But Bowen et al. (2013) found 

contrary outcomes. Their study indicated that most respondents experience high levels of 

stress at work. Female, more than male professionals feel stressed. 

 

Table (4.47) showed that the p-value (Sig.) was greater than the level of significance  = 

0.05 for the other fields. There was insignificant difference among the respondents regarding 

to stressors identification, subjective stress levels encountered, coping behaviors adopted, and 

effect of stress on performance due to gender. We conclude that the respondents‟ gender has 

no effect on these fields.  

Table 4.47: Mann-Whitney test of the fields and their p-values for Gender 

No. Field 
Test 

Value 
Sig. 

Means ranks 

Male Female 

1.  Part II Stressors -1.909 0.056 94.54 70.05 

2.  Part III Objective Stress Level -2.023 0.043* 91.04 64.76 

3.  Part IV Subjective Stress level -0.776 0.438 93.03 83.08 

4.  Part V Coping behavior strategies -0.854 0.393 90.86 101.82 

5.  Part VI  Job Performance -1.868 0.062 89.01 112.84 

* Means differences are significant at  = 0.05 

4.8.3 Analysis considering educational level 

This section examined the educational level effect on the respondents opinion regarding 

the questionnaire fields and related attributes. Table (4.48) showed that the p-value (Sig.) was 
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smaller than the level of significance  = 0.05 for the fields “Subjective stress level and 

performance”. There was significant difference among the respondents regarding to this 

fields due to educational level. This indicated that educational level had significant effect 

on subjective stress levels encountered by construction professionals and their impact on 

performance. Respondents with master degree had higher subjective stress levels than other 

educational level groups .High certificate respondents were the most group suffered from 

inefficient performance due to stress. These provided strong evidence that the higher the 

educational level, the more responsibilities and demands. This led to higher stress levels in 

term of burnout and physical/physiological stresses. Moreover this will negatively affect their 

job performance. 

Table  4.48 : Kruskal-Wallis test of the fields and their p-values for Educational level 

No. Field 
Test 

Value 
Sig. 

  

Means 

High 

Dip Bachelor Master 

High 

Cert Other 

1.  Part II Stressors 8.179 0.085 109.06 94.61 85.75 52.55 81.00 

2.  Part III Objective Stress Level 8.934 0.063 102.94 85.83 91.54 66.10 147.00 

3.  Part IV Subjective Stress level 12.253 0.016* 102.44 92.17 104.41 39.00 88.00 

4.  Part V Coping behavior strategies 5.460 0.243 113.38 92.43 75.75 94.40 95.63 

5.  Part VI  Job Performance 14.169 0.007* 90.00 92.87 69.57 141.75 83.63 

* Means differences are significant at  = 0.05 

Table (4.48) showed that the p-value (Sig.) was greater than the level of significance  = 

0.05 for the other fields. There was insignificant difference among the respondents regarding 

to other fields including stressors, objective stress level, and coping strategies adopted due to 

educational level. 

4.8.4 Analysis considering type of company 

Table (4.49) showed that the p-value (Sig.) was smaller than the level of significance  = 

0.05 for the field “objective stress level”. This meant that there was significant difference 

among the respondents regarding to objective levels they suffered due to type of company. 

This indicated that type of company has significant effect on objective levels suffered by 

construction professionals. Sub-contractor respondents had higher objective stress levels than 

main contractor respondents. This was rational results since sub-contractors were involved 

more in executive work activities that caused higher stresses. Furthermore, this category did 

not enjoy privileges like main contractors employee. This result was asserted by Ng et al. 

(2005) study that indicated the same outcomes. 
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Table (4.49) showed that the p-value (Sig.) was greater than the level of significance  = 

0.05 for the other fields. There was insignificant difference among the respondents regarding 

these fields due to type of company. This indicated that the respondents‟ type of company has 

no effect stressors, subjective stress level, coping behaviors, and performance.  

Table  4.49 : Mann-Whitney test of the fields and their p-values for type of company 

No. Field 
Test 

Value 
Sig. 

Means Ranks 

Main 

Contractor 

Sub-

Contractor 

1.  Part II Stressors -1.052 0.293 56.53 63.40 

2.  Part III Objective Stress Level -2.433 0.015* 50.94 66.50 

3.  Part IV Subjective Stress level -1.035 0.301 56.57 63.33 

4.  Part V Coping behavior strategies -0.685 0.493 57.39 61.87 

5.  Part VI  Job Performance -1.392 0.164 61.77 52.74 

* Means differences are significant at  = 0.05 
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Personal interviews 
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4.9 Personal interviews 

In order to cross-validate the quantitative results found in the previous chapter, personal 

interviews were conducted using qualitative data collection and analysis methods. Findings 

resulting from these two methods can be cross-validated for the development of the final 

stressors-stress-coping behaviors-performance framework for Gaza Strip construction 

professionals. Five projects were involved in personal interviews. 

4.9.1 Background information of the interviewee 

Five visits were conducted among construction contracting companies in five projects in 

different governorate in Gaza Strip from March to April 2013. Twelve personal interviews 

were conducted through the five visits. In general, interviewee with different professional 

roles, and different managerial and professional levels were invited to participate in this study 

(refer to Table (4.50) for more details). This aimed to allow individual variation within each 

visit, comprehend the effects of their different task nature, and allow comprehensive views of 

stress aspects they encountered within similar case environments.  

a) Project I: in North governorate 

The first project was located in North governorate. This project aimed to construct 

sewage water treatment plant. The field visit targeted two construction professionals, taking 

the roles of project manager and site engineer. 

b) Project II: in Gaza governorate 

The second project was located in Gaza governorate, which is the largest city of Gaza 

Strip.  The project aimed to develop existing road infrastructure. This project was a large and 

complex project and involved a certain number of construction firms to participate as 

contractors and/or consultants, which resulted in the participation of a number of construction 

professionals.  Three construction professionals, in the position of project manager, site 

engineer, and surveyor were interviewed in this case. 

c) Project III: in Middle governorate 

The third project was located in Middle governorate. The project involves the 

construction of water storage tank. This project needs experience in that field and interviews 

were conducted with two participants taking the role of structural engineer and site engineer. 
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d) Project IV: in Khan Younis governorate 

The Fourth project was located in Khan Younis governorate. This project aimed to 

develop road infrastructure. This was also a large and complex project. Three construction 

professionals, including  project manager, site engineer, and foremen were interviewed in this 

case. 

e) Project V: in Rafah governorate 

The last project was located in Rafah governorate. This project aimed to construct high rise 

residential buildings units. The visit was to the company office and field and two construction 

professionals - architect and site engineer - were interviewed in this case. 

The 12 construction professionals interviewed in this study were working in different 

construction professional disciplines, including architect, construction project manager, 

surveyor, structural/ site engineers, supervisor and civil engineers, for different parties 

including contractors and sub-contractors involved in the projects. In addition, conforming to 

the male-domination in the construction industry, only two out of the twelve interviewees 

was female. To ensure the reliability of data collected, all interviewees had at least 2 years of 

experience working in construction. The detailed background information of interviewees in 

the five cases was summarized in Tables (4.50). 

Table 4.50: background information of interviewees 

Governorate North (N) Gaza (G) Middle (M) Khan Younis (K) Rafah (R) 

Background information 

N
1

 

N
2

 

G
1

 

G
2

 

G
3

 

M
1

 

M
2

 

K
h

1
 

K
h

2
 

K
h

3
 

R
1

 

R
2

 

Age (years) 39 25 37 35 25 27 35 40 29 38 27 29 

Gender M M M M M M F M M M F M 

Marital status M S M M S M M M M M M M 

 Position PM Eng. PM Eng. O Eng. SE PM Eng. F Arch. Eng. 

Years of experience 

dustry 

16 2 13 12 5 5 10 19 7 15 3 8 

Average working hours 8 10 8 12 12 12 8 10 8 8 8 10 

Notes:  

Position: PM–Construction project manager, Eng.–Civil/site engineer, F– supervisor, Arch.–Architect, , SE–

Structural engineering, O–Other construction professionals.  

Gender: M – Male, and F – Female. / Marital status:  M-Married, S-Single. 

4.9.2 Contextual analysis 

Based on the interview framework, all interviewees from the five cases were invited to 

share their experience and ideas in relation to the stressors they experienced (i.e., personal, 
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task, organizational, and physical), their stress levels (subjective and objective), the 

consequences of stress (personal, task, and organizational performance) , and their coping 

strategies (Problem-focused and emotional focused ). The personal interviews resulted in 

systematic qualitative data for the contextual analyses. The keywords and phrases in the data 

were identified, gathered, summarized, and converged into comprehensive Tables. 

4.9.2.1  Contextual analysis of personal stressors 

The 12 interviewees had addressed 8 attributes about the personal related stressors they 

experienced in their work and life. These 8 attributes were further categorized into three types 

of personal stressors, including personal traits of construction professionals, poor workgroup 

relationship, and home-work conflict (Refer to Table (4.51) for the summary and Appendix 

IV for all the detailed scripts). Some of these factors were comparable to that found in the 

questionnaire results (refer to previous section). 

i) Personal traits  

Gaza Strip construction professionals from the five cases expressed the fact that some of their 

own personal traits can cause them stress. Among the various personal traits identified, 

„urging‟ was the most common one mentioned by the interviewees. For instance, as stated by 

G1, “I always want to complete the tasks at the earliest. However, due to the objective 

environment…, I may not be able to complete it as early as I want. I am stressed in these 

processes…”. It is not only the urging personality itself that caused Gaza Strip construction 

professionals stress. As stated by R2, “I always want to complete the tasks at the earliest and 

in the most efficient way. I also hope that my colleagues can follow my speed and work 

quickly…” The urging personality can also result in Gaza Strip construction professionals 

having high expectations of their workgroup, which can further caused them stress at work if 

their colleagues fail to achieve their expectation. Similarly, the „irriTable‟ personality can 

affect not only the individual, but also their workgroup relationships. For instance, Kh1 stated 

that, “I am sometimes irriTable and can‟t control my emotions. I have just blamed my 

subordinates before this interview …” The irriTable personality caused emotional stress to 

not only CPs, but also their colleagues. 

Some interviewees expressed that their „demanding‟ personality did cause them stress. 

For example, M2 expressed that “I have high expectations on my work performance. 

However, it is not possible to be perfect sometimes…” Similarly, due to their high demands 

on work performance, Gaza Strip construction professionals might become too „meticulous‟ 
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sometimes. “I emphasize the technical details. It is easy for me to get into the engineering 

details, which sometimes affect my control of time…,” as stated by R1. It is important for 

expectations to be achievable and realistic. Excessively demanding and a meticulous 

personality would only escalate individuals‟ job stress. 

When working in an unfamiliar, demanding, and stressful environment, it is important for 

GS-CPs to be able to express his/her negative feelings openheartedly to others. However, as 

mentioned by G3, “I am not an openhearted person. I do not express my negative emotions 

easily. This is not good, as my negative feelings might accumulate and result in stress…” The 

„non-openhearted‟ personal traits were claimed to be a cause of stress. These results agree 

with the main survey outcomes that provided strong indicator of contributing the personality 

as main personal stress. 

Table 4.51: Summary of personal stressors identified by Gaza Strip construction professionals 

Governorate North 

(N) 

Gaza 

 (G) 

Middle 

(M) 
Khan Younis (K) 

Rafah 

(R) 

Personal Stressors N1 N2 G1 G2 G3 M1 M2 Kh1 Kh2 Kh3 R1 R2 

 Personal traits (of interviewees)             

5.1 Urging √  √ √   √ √   √ √ 

5.2 IrriTable     √   √  √   

5.3 Demanding √      √    √  

5.4 Meticulous  √     √  √  √  

5.5 Non-openhearted √    √  √    √  

 Poor workgroup relationships             

5.6  Lack of trust  √   √ √    √   

5.7 Conflict with workgroup  √  √     √   √ 

Home-work conflict             

5.8 Imbalanced home and work life √ √ √  √  √  √ √   

ii) Poor workgroup relationship 

Good workgroup relationships are important for construction professionals to cooperate 

with different construction parties involved in dynamic projects. It is particularly essential for 

managers to effectively transfer information to and manage the staffs. However, due to the 

different cultural background, Gaza Strip construction professionals commented that their 

relationship with workgroups had a „lack of trust‟ and even involved „conflicts.‟ For 

instance, Kh3 expressed that “we are affected by political culture... It is difficult to accept 

suggestions from each others... suspicions caused me stress...” On the other hand, N2 also 
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said, “…Conflicts happen due to different work attitude and the subsequent problems they 

created that need to deal with…” Poor workgroup relationships affect the cooperation and 

the work performance of the team. This caused Gaza Strip construction professionals stress 

because it, to a certain extent, shows that they are incapable of leading the team. From the 

above results, we can conclude that lest than half of the interviewees classified distrust and 

poor relationships within groups as source of personal stress. This comes in line with the 

main survey whose respondents did not agree with these factors to be as personal stressors. 

iii) Home-work conflict 

Some interviewees said that their work has no significant impact on their family lives. 

However, this may not be the case for many other Gaza Strip construction professionals. 

Most interviewees have identified „Home-work conflict‟ as a stressor to them. Interviewees 

stated that they were stressed by the interference caused by their job with their family life. 

“…My wife is very nice to me. She never complains about my job. However, I still feel sorry 

for her. I always say that I am not a good son, not a good husband, and not a good father. My 

mother, wife, and son, I need to spend 2/3 of my time at work for this job. I can only stay with 

them on Friday night and have to go back to work early morning. This is a difficulty that I 

cannot solve, and this causes many negative emotions for me…,” stated N1. 

The impact of homework conflict may have more impact on females, who often take a 

more essential role in family and children affairs in Palestinian society than their husbands 

do. As M2, who is a female, stated, “…My family does not want me work. I have two kids. I 

need to handle their homework… My work affects my roles as mother and wife in my family. 

My kids ask me to stay at home every morning…” The work causes stress to Gaza Strip 

construction professionals as it affects their role and responsibility to their family. From 

results above the majority of interviewee was stressed from home-work conflict and this 

further corroborate the outcomes of main survey. 

4.9.2.2  Contextual analysis of task stressors  

Interviewees from the five projects had also addressed seven attributes about task 

stressors. These attributes were categorized into four factors, including i) qualitative work 

overload, ii) quantitative work overload, iii) role ambiguity, and iv) role conflict (Refer to 

Table (4.52) for the summary and Appendix IV for the detailed scripts).  
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Table 4.52: Summary of task stressors identified by Gaza Strip construction professionals 

Governorate North 

(N) 

Gaza  

(G) 

Middle 

(M) 

Khan Younis  

(K) 

Rafah 

(R) 

Task Stressors N1 N2 G1 G2 G3 M1 M2 Kh1 Kh2 Kh3 R1 R2 

Qualitative work overload             

1. Complicated projects √ √ √   √ √     √ 

2. Insufficient human resources √    √ √    √   

Quantitative work overload             

3. Multi-tasks √  √  √  √ √ √  √ √ 

4. Urgent tasks √  √ √   √  √ √  √ 

5. Frequent overtime work  √  √  √       

 Role Ambiguity             

6.  Role ambiguity   √  √     √  √ 

Role conflict             

7. Role conflict √     √       

 

i) Qualitative work overload 

Interviewees identified „complicated projects‟ as a source of stress in Gaza Strip. 

Construction professionals expressed that, owing to the availability of resources, land and 

money, construction projects in Gaza Strip were comparatively more innovative and large in 

scale than those in previous years. However, innovative projects are always complicated, 

which demands high levels of technological knowledge from construction professionals. As 

mentioned by N1, “...As this project is very innovative and there has been no one 

constructing similar buildings before, quite a lot of technological breakthrough was needed. 

This also induced many difficulties in the construction process... This causes me stress...” 

Gaza Strip construction professionals encountered in the Gaza Strip projects, their 

companies should have provided more support to facilitate their work. However, interviewees 

complained that they were provided with „insufficient human resources.‟ M1 expressed “I 

need to work on my subordinates‟ tasks when there are not enough staffs for the urgent tasks. 

This caused me stress.” It is difficult for construction firms to hire construction professionals. 

N1 explained, “...It is very difficult to hire professionals with good experience because there 

is a few number of them and they will cost the company. Instead they used to depend on the 

younger generation (graduates) since they are not demanding. After their departure, we need 

to train the new colleagues to start work then they will leave if they found better chance”.  
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Insufficient human resources cause job stress, as they are forced to pick up the workload of 

the departed staff and due to training new employees. 

ii) Quantitative work overload 

More than half of the interviewees from the five cases claimed that they need to handle 

„multi-tasks,‟ which stressed them. “I need to handle many different tasks, like being the 

guides of the subordinates, taking care of the human resources issues in recruiting staffs, 

taking on the role of project surveyor in dealing with the clients, and so on. As the clients 

here like to meet the top management, we always need to „show our face‟..,” stated Kh1. In 

addition, the multi-tasks carried out by Gaza Strip construction professionals  are also caused 

by the incapability of the staff. As mentioned by R1 “My workload increased dramatically 

…. I need to carry the workload of 3 staffs in this project because the colleagues‟ abilities are 

very limited... We are not only need to take care of the daily operation of this current project, 

but also the tendering of another new project...” Hence, Gaza Strip construction 

professionals are stressed by the escalated workload. 

 

Interviewees from all of the three cases said that projects in Gaza Strip often have an 

„urgent‟ time frame. This is particularly stressful for Gaza Strip construction professionals. 

For instance, Kh2 stated that “Rushing for the project deadline is a major source of stress for 

me. In Gaza Strip, the owner can suspend our project only because of some very minor 

problems. This causes me stress as it affects my project completion...” G2 also mentioned that 

“...we often need to get approval from the stakeholders of this project. However, they are 

always very busy; we need to get prepared for meeting with them whenever they are 

available. It can be very urgent in that we might only receive notice one day before the 

meeting. This is part of the Gaza Strip culture...” These uncertainties increase the difficulties 

for Gaza Strip construction professionals to keep up with the tight project program, thus 

escalating their stress levels. 

Due to the increased workload, Gaza Strip construction professionals often need to „work 

overtime.‟ As mentioned by N2, “Participating in this project, the work tasks that I need to 

handle increased. More time was needed for me to complete the tasks. Due to my family 

problems, I am not able to stay in the office until too late... I can only work at home. I am 

stressed due to the heavy workload ” Gaza Strip construction professionals are stressed by 

having to work outside office hours, even though some of them choose to work at home. 
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iii) Role ambiguity 

Due to the different organizational practices and/or contractual practices in these projects, 

some Gaza Strip construction professionals commented that their roles were „ambiguous.‟ 

For example, G3 expressed that “My role in this company is very vague... Therefore, I take 

care of everything; I don‟t know what I should or should not do...” On the other hand, BJ3 

also stated that “It is difficult to distinguish my role. Working in the project management 

team, I am supposed to report to the client about the pros and cons of any decisions only. 

However, we need to have overall considerations, including site progress, the quality, and so 

on. I need to take up responsibilities beyond my contractual role...” Role ambiguity causes 

unnecessary and unwilling increases in an individual's workload and responsibilities, which 

cause stress. 

iv) Role conflict 

Apart from role ambiguity, „role conflict‟ also acts as one of the main stressors. “They 

(i.e., the top management in Gaza Strip) do not understand the work culture, but they always 

consider themselves to be right. They tried to manage the staffs using their own method. This 

is a big problem... I am positioned in a sandwich-like position, in which I need to satisfy my 

superior, while I also need to balance the psychological needs of the staff…” stated N1. 

Acting as a bridge between workgroup, Gaza Strip construction professionals are torn by 

conflicting demands from both sides. It is stressful to make a balance between these 

conflicting demands and try to satisfy both parties. 

As concluding, the results obtained from personal interviews regarding the task stressors 

was compatible to some extent with the main survey outcomes. It is clear that role stressor 

(conflict and ambiguity) had low percentage of agreement from interviewee and this outcome 

obtained from main survey. Work overload (qualitative and quantitative) was identified by 

interviewees to be one of the most important factors inducing stress among construction 

professional in Gaza Strip. 

4.9.2.3  Contextual analysis of organizational stressors 

Following the task stressors, interviewees from the five projects also addressed three 

attributes about organizational stressors. In fact, the number of organizational stressor 

attributes identified was comparatively small. This, to a certain extent, reflects that 

organizational factors have limited influences on the stress levels of the majority of Gaza 

Strip construction professionals. These attributes were categorized into two factors, which are 
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i) organizational formalization and ii) organizational centralization (Refer to Table (4.53) for 

the summary and Appendix IV for the detailed scripts). 

Table 4.53: Summary of organizational stressors identified by Gaza Strip construction professionals 

Governorate North 

(N) 

Gaza  

(G) 

Middle 

(M) 

Khan Younis 

(K) 

Rafah 

(R) 

Organizational Stressors N1 N2 G1 G2 G3 M1 M2 Kh1 Kh2 Kh3 R1 R2 

Organizational formalization             

1. Un-standardized work procedures    √ √   √  √   

2. Emphasis on documentation √     √   √   √ 

3. Treatment and rewards  √  √  √ √   √   

Organizational centralization             

4. Hierarchy in authority  √  √ √    √ √   

i) Organizational formalization 

As the level of organizational formalization deviates between different organizations, 

interviewees expressed different points of view on this issue. For instance, an interviewee 

expressed the necessity for establishing and enforcing „standardized work procedures.‟ “In 

fact, it is necessary to enforce a standard procedure at work... As a client representative, we 

are able to adjust the procedure flexibly, if necessary. However, this flexibility can also lead 

us to suffer stress because we need to make final decisions on the degree of flexibility granted 

to different situations. We are stressed by being the decision makers. This stress would not 

happen if we all followed the procedures...,” stated Kh1. When standardized work procedures 

cannot be applied, Gaza Strip construction professionals need to make decisions on following 

the informal procedures and subsequently become stressed by the extra responsibility. 

However, G2 stated that “My company is a very formalized company,... there are also written 

guidelines about the certain procedures at work; however, it is impossible to follow them...” 

Due to the many informal practices necessary in proceeding with work, it is difficult and 

stressful to follow these formal work procedures and guidelines in reality. Hence, it is 

important to balance the enforcement of the standardized work procedures in construction 

professionals' daily operation processes. 

On the other hand, interviewees also complained about the „excessive emphasis on 

documentation‟ in both internal and external communications. As stated by Kh2, “My 

company is a very formalized company. It emphasizes paper work... We are required to 

handle more internal work, which involves much paper work. Paper work for internal issues 
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is even more than for external ones…” In fact, documentation is necessary. “We need to 

prepare documents so as to protect ourselves in case of any problems arising in the future. 

However, the heavy documentation work causes me stress, though it is necessary...,” stated 

R2. Excessive emphasis on documentation causes work stress. 

Similarly, employed by different organizations involved in these projects, interviewees 

experience different degrees of organizational centralization. Some interviewees expressed 

that their organization was too „hierarchical in authority,‟ and regarded this as a stressor as 

the project performance suffered. “...We need to seek approval from the director... However, 

there are things that we need to make decisions on in real time. The reporting and approval 

seeking process slows down the project progress. This does not only cause inconvenience to 

our work, but also causes us time stress...,” stated Kh3. In other words, too little authority 

caused them work stress. However, another interviewee expressed that he was granted too 

much authority that also caused him stress. As stated by G2, “...We handle and make 

decisions on the work tasks. Therefore, my company is not a centralized one. This causes me 

stress because I feel a lack of support from my company...” Hence, it is important to balance 

the authority given to Gaza Strip construction professionals, and both too much or too little 

authority can cause them stress. 

From the above results, it is clear that organizational policies, treatment, structure, 

reward, and lack of autonomy contributes to organizational stresses imposed on construction 

professional. The same results were obtained through the main survey but with different titles 

and ranks. This provides strong evidence about the importance of this factor to be handled 

effectively to reduce stress levels among construction professionals in Gaza Strip.    

4.9.2.4  Contextual analysis of physical stressors 

Interviewees from the three cases addressed 3 attributes for physical stressors. These 

attributes were categorized into four factors, including i) poor transportation system, ii) pay 

differential, and iii) site safety (refer to Table (4.54) for the summary and Appendix Iv for the 

detailed scripts).  

Table 4.54: Summary of physical stressors identified by Gaza Strip construction professionals 

Governorate North 

(N) 

Gaza 

 (G) 

Middle 

(M) 
Khan Younis (K) 

Rafah 

(R) 

Physical Stressors N1 N2 G1 G2 G3 M1 M2 Kh1 Kh2 Kh3 R1 R2 

1. Inconvenient transportation system √  √ √  √  √ √   √ 

2. Pay differential √        √ √ √  
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Governorate North 

(N) 

Gaza 

 (G) 

Middle 

(M) 
Khan Younis (K) 

Rafah 

(R) 

Physical Stressors N1 N2 G1 G2 G3 M1 M2 Kh1 Kh2 Kh3 R1 R2 

3. Unsafe construction site environment  √  √   √   √  √ 

i) Poor transportation system 

„Inconvenient transportation‟ was addressed as a stressor by interviewees from all of 

the five projects. Interviewees commented about the poor transportation systems and frequent 

traffic jams in Gaza Strip. The problem of traffic jams is so serious that an interviewee Kh1 

even expressed that he needed to spend nearly one hour to travel between his home and office 

every day. Although some of the interviewees live near their offices, the frequent traffic jams 

can still affect their daily work schedule, like meeting schedule. “The traffic always has jams. 

I am anxious whenever I need to have any visit, like visiting some construction sites…,” 

stated G1.  

ii) Pay differential  

Due to the job relocation and the different managerial responsibilities, the income of 

some Gaza Strip construction professionals is higher than that of others. However, this 

caused stress to construction professionals. As mentioned by N1, “…There are l colleagues 

who are jealous about my higher salary such that they are not willing to contribute much in 

their work. Our high salary actually leads to their discrimination towards us… This, to a 

certain extent, affects the cooperation between the staffs. …”  . 

iii) Unsafe construction site 

The construction site environment in Gaza Strip was commented on as being very unsafe. 

As stated by M2, “I worry about my personal safety on site every time I have to do a site 

visit. The safety condition on site is really very poor. There is no safety hat offered to me 

when I join the site meetings. The materials are stored poorly on site. The floor board that I 

stepped on was not firmly fixed. I was afraid that I would fall down…” In fact, the majority of 

Gaza Strip construction professionals were not required to be stationed on the construction 

sites. They usually work at head office. However, they were stressed and felt threatened by 

the unsafe environment when they joined the site meetings or performed monitoring. This 

was in contrary with the main survey outcomes whose outcomes marginalized this factor as 

source of stress. 
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4.9.2.5  Contextual analysis of stress 

Following the discussion of stressors, Gaza Strip construction professionals shared their 

experience on stress. Interviewees raised 11 symptoms that they had when they were under 

stress. These attributes were further categorized into two types, which were objective stress 

level and Subjective stress level (Burnout and physical stress). (Refer to Table (4.55) for the 

summary and Appendix IV for the detailed scripts). 

Table 4.55: Summary of stress levels identified by Gaza Strip construction professionals 

Governorate North 

(N) 

Gaza  

(G) 

Middle 

(M) 

Khan Younis  

(K) 

Rafah 

(R) 

Stresses level N1 N2 G1 G2 G3 M1 M2 Kh1 Kh2 Kh3 R1 R2 

Subjective stress level             

Burnout             

1. Anxious √  √ √   √    √  

2. Emotional exhaustion    √  √    √  √ 

3. Negative mood    √   √ √   √  

Physical / Physiological stress             

4. Sleep disorder √ √ √ √ √  √  √ √ √ √ 

5. Stomach ache  √   √       √ 

6. Tiredness     √       √ 

7. Headaches √ √  √  √   √ √ √  

8. Eating disorder        √    √ 

9. Musculoskeletal pain       √    √  

i) Objective stress level 

Objective stress occurs when there is a discrepancy between an individual‟s expected and 

actual ability to work on their job tasks. Interviewees from five projects expressed that stress 

has manifested in them in terms of „difficult task‟ and „too many tasks‟ to handle. For 

instance, N1 stated that “…I have much work to do… I have unsolved problems (i.e. 

difficulties)… I am sometimes too busy working, and reversing my living sequence…,” which 

is exactly a demonstration of objective stress, which includes both qualitative (i.e., difficulty 

of tasks exceeding one‟s ability to solve them) and quantitative (i.e., large number of tasks 

exceeding one‟s ability to handle them). Most of the interviewee agreed that they expect 

more than they had in current situation. This lead to the same results obtained from the main 

survey whose respondents agreed that there exist some level of objective stress in their work. 
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ii) Subjective stress level 

Burnout 

Stress manifests differently in different individuals. Interviewees identified three 

emotional stress symptoms that they had experienced during their work. In general, 

interviewees failed to let go of the stressful problems affecting them in their life and work.. 

Failure to let go of the trouble and be relaxed may cause a „negative mood‟, „anxious,‟, or 

even „emotionally exhausted.‟ As expressed by Kh3, “I do not want to go to work in the 

morning when I am too stressed…,” which is actually a demonstration of emotional 

exhaustion. 

Physical / Physiological Stress 

Interviewees also mentioned a number of physical stress symptoms they experienced. 10 

out of the 12 interviewees from the five projects stated that they suffered from „sleep 

disorder,‟ when they were under stress. The poor sleep quality was also claimed to be caused 

by the failure to let go of the stressors (i.e., emotional stress symptoms mentioned above). For 

instance, M2 stated that “I am not able to sleep under stress. I fail to let go of the problems, 

wake up, and start to brainstorm at midnight…” In fact, another interviewee N1 also 

mentioned, “I always suffer from headaches. Perhaps it is because I keep on thinking about 

problems when I am stressed…,” which also demonstrated the impacts of failure to let go of 

the stressful problems on physical stress, such as „headache‟. Besides, the interviewees also 

found themselves suffering from other physical stress symptoms like „stomach ache‟,  

„tiredness‟,  „eating disorder‟, and  „musculoskeletal pain‟. All these affect the daily 

performances of Gaza-CPs. 

From results obtained above it is clear that the majority of interviewee didn‟t suffer from 

burnout. This is similar to the main survey whose respondents disagreed with this factor. But 

the interviewee identified some stress symptoms whish contrast with the main survey 

respondents. 

4.9.2.6  Contextual analysis of coping behaviors 

In the personal aspects, interviewees identified 14 ways in which they adapt to cope with 

their stress. These methods were further grouped into six categories, based on the problem-

focused and emotion-focused coping behavior framework. These types of coping behaviors 

involve planful problem solving and instrumental support seeking, which were problem-

focused; and emotional support seeking, escapism, emotional discharge,  positive reappraisal, 
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and religious support, which were emotion-focused (Refer to Table (4.56) for the summary 

and Appendix IV for the detailed scripts). 

Table 4.56: Summary of coping behaviors identified by Gaza Strip construction professionals 

Governorate North 

(N) 

Gaza  

(G) 

Middle 

(M) 

Khan Younis 

(K) 

Rafah 

(R) 

Coping behaviors N1 N2 G1 G2 G3 M1 M2 Kh1 Kh2 Kh3 R1 R2 

Problem-focused Coping Behaviors             

1. Planful problem solving √ √ √ √  √  √ √   √ 

2. Consulting experienced people √   √  √ √  √  √ √ 

Emotion-focused Coping Behaviors             

Emotional support seeking             

3. Seeking emotional support from friend, 

colleagues, and family 

√ √ √ √   √    √ √ 

Escapism             

4. Putting the problem aside √  √          

5. Avoiding phone call  √  √  √  √ √   √ 

6. Staying alone       √    √  

Emotional discharge             

7. Surfing on the internet    √  √ √  √   √ 

8. Blaming colleagues  √    √    √  √ 

9. Smoking  √  √ √ √  √  √  √ 

10. Sleeping √      √ √   √  

Positive thinking             

11. Reappraisal of the problem positively √        √    

Religious support             

12. Praying    √   √    √  

 

4.9.2.6.1  Problem-focused coping behaviors 

To release stress, some construction professionals expressed that they would make a 

„plan‟ systematically to solve the stressors. For instance, G1 stated that “I keep on thinking 

about and analyzing the solution to deal with the problem directly to release my stress. I 

usually identify the cause first, then list the various possible solutions, and choose the most 

suiTable one…” Other interviewees also mentioned that good planning of time and resources 

allocation was important in solving the work stressors. Secondly, Gaza Strip construction 

professionals also „consulted experienced colleagues or friends‟ on how to solve the 

stressors causing them stress. This is one of the most commonly adopted coping behaviors 

among the interviewees; 7 out of 12 interviewees addressed it. “I can consult the experienced 
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colleagues and superiors in relation to the problems. There are so many staffs in my 

company; there must be someone appropriate for me to consult…,” stated M2. In addition to 

consulting the colleagues, some interviewees would also share their problems with colleagues 

or friends and seek their advice. Seeking instrumental support from experienced others helps 

Gaza Strip construction professionals to solve their stressors directly, which certainly releases 

their stress subsequently. 

It is clear that more than half of the interviewee adopted problem focused coping 

behaviors especially planful  problem solving and seeking instrumental support. This agrees 

with the main survey results whose respondents adopted the same strategies.  

4.9.2.6.2  Emotion-focused coping behaviors 

i) Emotional support seeking 

In addition to seeking instrumental support from others, Gaza Strip construction 

professionals also seek „emotional support‟ from their social network. Different from 

instrumental support seeking, the aim of emotional support seeking is to release their negative 

emotion only, instead of solving the stressors affecting them. In general interviewees 

addressed that they would seek emotional support from their „colleagues‟ , „friends‟, and 

„family‟. For instance, R1 stated “I chat with my friends when I am stressed by personal 

events. I also MSN (i.e. an online communication tool which prevails worldwide) when I am 

stressed…” The internet is an important tool for Gaza Strip construction professionals to 

share their negative emotions through their social network. 

ii) Escapism 

In addition to the above active behaviors, some interviewees shared a passive behavior to 

cope with their stress. Instead of taking action to solve the stressful problems or the negative 

emotions resulted, some Gaza Strip construction professionals expressed that they would try 

to escape from the stress by „staying alone‟ and/or „putting the problem aside‟ temporarily, 

like staying at home and/or working on other things. Another interviewee expressed that he 

tried to escape from the problem by „avoiding phone calls.‟ “I answer fewer phone calls 

when I am under stress because I want to take a break and leave some personal space for 

myself to solve the stressful problem first…,” stated Kh1. Escaping from the problem 

temporarily not only helps to get rid of the negative emotions, but also helps them to clear 

their mind for solving the stressful problem indirectly. However, it has no direct contribution 

in solving the stressors. 
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iii) Emotional discharge 

The interviewees also tried to discharge their negative emotions by doing activities that 

they like  „surfing on the internet,‟ „sleeping‟ and so on. These activities helped release 

their stress by making them happier and relaxed. However, there were interviewees who 

addressed some emotional discharge methods which may be maladaptive, like „smoking‟ and 

„blaming colleagues.‟ For instance, R2 stated that “I blame my colleagues or sub-contractor 

staffs when I am stressed, although I may not be doing so on purpose…” Although some 

interviewees expressed that their stress level would be released after pouring out the 

problems, this behavior would still affect their workgroup cooperation. 

iv) Positive thinking 

Some interviewees expressed that they tend to perceive the problems in positive ways, and 

that this type of „positive thinking‟ helped release their stress level. For instance, N1 stated, 

“I would have a positive thought that the problems will be solved some day. I do not need to 

be too worried about it…” Although the positive thinking has no direct contribution to 

solving the stressors, it helps reduce the negative emotions of Gaza Strip construction 

professionals. 

v) Religious support 

„Religious support‟ has been found to be effective in releasing the stress of individuals. 

For instance, M2 stated that “I pray and can find support from God whenever I face 

difficulties…” Religious support can provide emotional support to individuals 

The interviewee explored some emotion focused strategies to handle stress encountered. 

However, not all of the emotion focused coping behaviors obtained in the main survey were 

identified in the personal interviews.  

4.9.2.7  Contextual analysis of performance 

When asked about the impact of stress on them, the interviewees addressed eight 

performance attributes affected by their stress, which were further categorized into three 

categories, including i) task performance, ii) interpersonal performance, and iii) 

organizational performance (Refer to Table (4.57) for the summary and Appendix IV for the 

detailed scripts). 
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Table 4.57: Summary of performance identified by interviewee 

Governorate North 

(N) 

Gaza  

(G) 

Middle 

(M) 

Khan Younis  

(K) 

Rafah 

(R) 

Performances N1 N2 G1 G2 G3 M1 M2 Kh1 Kh2 Kh3 R1 R2 

Task             

1. Work effectiveness √   √ √      √ √ 

2. Decision-making √  √     √     

3. Work motivation √ √ √ √   √   √  √ 

4. Critical thinking √   √  √ √      

5. Mistake making √  √    √ √ √  √ √ 

Interpersonal             

6. Poor workgroup relationship √ √     √  √  √  

7. Poor personal relationship √ √    √   √ √   

Organizational             

8. Withdrawal behaviors √   √ √ √  √  √  √ 

i) Task performance 

Stress had negative impact on their task performance, include causing „work 

ineffectiveness,‟ poor „decision-making,‟ poor „critical thinking,‟ and „frequent mistakes 

making‟ at work. For instance, R1 stated, “I work slowly and ineffectively when I am under 

stress because I waste time on getting mad about the working methods …” and M2 

mentioned that “My mind is less clear when I am under stress… This limits some of the 

creativeness and options in solving the problems…” However, Gaza Strip construction 

professionals expressed that stress is not necessarily bad for their task performance. “For me, 

a certain level of stress is good. It keeps me moving on… I believe that my decision-making 

can be more straightforward and faster if I am motivated by a certain level of stress. Without 

stress, I would be stuck in the issues and slow in making decisions…,” stated N2. In addition, 

R2 also expressed that “When I encounter stress, I hope to solve the work problem earlier. 

This can result in higher effectiveness…” 

ii) Interpersonal performance 

Secondly, interviewees also expressed that stress affected their interpersonal 

relationships. Some construction professionals perceived that stress affected their 

„workgroup relationship.‟ For example, Kh2 stated that “… When I am under stress, I scold 

my colleagues. Therefore, my colleagues are afraid of me. This affects my interpersonal 

relationships at work… As my colleagues hide problems because of their fear of reporting 

them to me, this affects our workgroup cooperation and effectiveness as well…” This 
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indicated that the poor interpersonal performance can also affect the task performance in turn. 

On the other hand, other interviewees also mentioned that stress affected their „personal 

interpersonal relationships with family and friends.‟ “Suffering from high workload, I 

have less time to meet my friends. Under stress, I don‟t want to talk in my private time. I do 

not want others to bother me…,” stated N1. In general, stress, particularly emotional stress, 

affects the interpersonal performance of Gaza Strip construction professionals negatively. 

iii) Organizational performance 

In addition, stress also causes „withdrawal‟. According to the interviewees, the thoughts 

of leaving this organization appeared when they suffer from excessive work stress. For 

instance, M1 stated, “I sometimes have the thought of leaving this company. I just thought of 

it last night because my job is too stressful...” Other interviewees also expressed a similar 

experience because of not only the work stress, but also the low pay and familial stress 

caused by the job assigned by their organizations. However, they were still staying in this 

organization because of their unwillingness to adapt to the new changes and some of them 

believed that stress is common for professionals in any construction firm. 

It is clear from the results obtained above that stress suffered by the majority of 

interviewees affects their personal, task, and organizational performance. This result was in 

agreement with the finding of  main survey whose results asserts that performance is affected 

by stress. 

4.10 Summary of results and refined framework 

According to the conceptual framework, the results obtained from the questionnaire 

survey, the subsequently hypotheses tested, and personal interviews were summarized. From 

the questionnaire survey, various constructs of stressors suffered by construction professionals 

including personal stressors (personality – home – work conflict), task stressors (work overload), 

and organizational stressors (organizational policies, treatment, and rewards, lack of autonomy, 

organizational structure). Construction professionals suffered from high levels of objective stress 

that indicated to deviations between their expectations and ability to do tasks. To overcome the 

stress encountered many coping behaviors were adopted including problem-focused coping 

behaviors (planful/ positive appraisal problem solving, instrumental support seeking) and 

emotion-focused coping behaviors (accepting responsibility, denial, and emotional discharge). 

The study showed that consequences of stress affected construction professionals‟ performance 

(i.e. task performance, personal performance, and organizational performance. 
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Pearson correlation analysis showed some important results. It showed that stressors had 

significant influence on objective stress levels and subjective stress level with its two types 

burnout and physical/physiological stress. The study outcomes indicated that subjective stress 

was negatively related to performance. The respondents‟ age has significant effect on their 

perception of stressors and subjective stress level.  The respondents‟ gender has significant 

effect on objective stress levels suffered by Gaza strip construction professionals. The 

educational level had significant effect on subjective stress levels encountered by 

construction professionals and their impact on performance. Finally, the type of company has 

significant effect on objective levels suffered by construction professionals. 

In this chapter, results of the interview data collected from the 12 Gaza Strip construction 

professionals in five different projects were compared to those obtained from the 

questionnaire survey. Interviewees shared their personal experience and opinions about their 

stress that they experienced and perceived in the environment (i.e., stressors, stress levels, 

coping behaviors, and performance).  

Overall, the summary of the results explored by questionnaire survey and personal interviews 

were illustrated in Figure (4.9) and were summarized in Table (4.58). To enhance the 

representativeness and reliability of the findings, only hypotheses supported by both of them were 

included in this framework. 

Table 4.58: Summary of findings based on main survey and personal interviews (Cont.) 

Summary of hypotheses Findings supports 

main 

survey 

personal 

interview 

H1a Personal behavior (Type A) has significant impacts on the stress of GS-CPs. Y Y 

H1b Home-work conflict has significant impacts on the stress of GS-CPs. Y Y 

H1c 

 

Poor relationships with others at work has significant impacts on the stress of 

GS-CPs. 

N N 

H1d 

 

Distrust between superiors, subordinates and colleagues has significant 

impacts on the stress of GS-CPs. 

N N 

H2a Work overload has significant impacts on the stress of GS-CPs. Y Y 

H2b Work under-load has significant impacts on the stress of   GS-CPs. N -- 

H2c Role conflict has significant impacts on the stress of GS-CPs. N N 

H2d Role ambiguity has significant impacts on the stress of stress of GS-CPs. N N 

H3a Poor working environment has significant impacts on the stress of GS-CPs. N Y 

H3b Poor home environment has significant impacts on the stress of   GS-CPs. N N 

H4a Poor organizational structure has significant impacts on the stress of GS-CPs. Y Y 

H4b Lack of autonomy has significant impacts on the stress of  GS-CPs. Y Y 
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Table 4.58: Summary of findings based on main survey and personal interviews (Cont.) 

Summary of hypotheses Findings supports 

main 

survey 

personal 

interview 

H4c Unfair Reward & Treatment has significant impacts on the stress of GS-CPs. Y Y 

H4d Lack of Feedback has significant impacts on the stress of GS-CPs. Y Y 

H5a Stresses have significant impacts on the task  performances of  GS-CPs. Y Y 

H5b Stresses have significant impacts on the interpersonal performance of  GS-

CPs. 

Y Y 

H5c Stresses have significant impacts on the organizational performance of  GS-

CPs. 

Y Y 

H6a 

 

The adoption of problem-focused coping behavior has a significant effect on 

the stress-performance relationship of GS-CPs. 

Y Y 

H6b 

 

The adoption of emotion-focused coping behavior has a significant effect on 

the stress performance relationship of  GS-CPs. 

Y Y 

Note: - “Y” :means the result supports this hypothesis  and  “N”: doesn‟t support,  

GS-CPs: Gaza Strip construction professionals 

 

The conceptual framework obtained from literature review was discussed in chapter 1 and 

consisted of four parts (refer to chapter one figure 1.1). The first one was the key stressors 

suffered by construction professionals. This part appeared to the left part of the framework 

chart and included four main categories of stressors (personal, task, organizational, and 

physical). The second part that was located in the middle of the chart reflected the stress level 

suffered by construction professionals (objective and subjective). The third part to the upper 

right hand side reflected the coping strategies and behavior adopted by construction 

professionals to overcome the stress they encountered. The last part to the right side of the 

chart showed the consequences of stress in term of performance aspects (task, personal, and 

organizational) 

Figure (4.9) below showed the summary of findings of the proposed study. The 

conceptual framework discussed above was modified depending on to results obtained from 

both questionnaire survey and personal interviews. This framework had the same four parts 

but some of variables were no identified by Gaza Strip construction professionals. In this 

section the results were presented in a graphical representation using the summary refined 

final stressor–stress–coping behavior–performances framework. 
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Figure 4.9: Final stressor–stress–coping behavior–performances framework
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From the figure above, stressors that affect the Gaza Strip construction professionals were 

reduced to three categories instead of four. The physical stressors was not significant in their 

effect. Personal stressors mainly come from individuals‟ personality and conflicting demands 

between home environment and work requirements. The results showed that other personal 

stressors such poor relationships with others and distrust between supervisors, subordinates 

and colleagues did not have significant impact on the stress suffered by Gaza strip 

construction professionals. Work overload was identified by Gaza Strip construction 

professionals to be the only task stressor. Work  under-load, role conflict, and role ambiguity 

did not form a significant source of stress. Organizational stressors constituted the largest 

source of stress. These stressors come from organizational treatment, policies, reward, lack of 

autonomy (authority), and organizational structure. Feedback was not identified to be one of 

the organizational stressors that affect the Gaza Strip construction professionals.   

Subjective stress level refers to the stress suffered by individuals through their judgments. 

There are two types of subjective stress: burnout and physiological stress. Each of them has 

many symptoms that were not recognized by construction professionals in Gaza Strip. This 

mean that this type of stress was not common. On the other hand, objective stress level  -

which refers to the deviations between individuals‟ expectations and ability to handle their 

stress – was  identified to be high among Gaza Strip construction professionals. 

The adopted strategies to cope with and mitigate its effect may be categorized into two 

groups (problem focused coping behaviors, and emotion focused coping behaviors). The 

results of the current study indicated that construction professionals in Gaza Strip used both 

of them. planful / positive reappraisal problem solving and seeking social instrumental support 

were identified as problem focused coping behavior strategies. Only accepting responsibility, 

denial, and emotional discharge were selected as emotion focused coping behavior strategies. 

Finally, the results showed that stress encountered by Gaza Strip construction professionals 

have significant impacts on the personal, task, and organizational performance. 
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Chapter 5: Conclusions and recommendations 

5.1 Introduction 

The main objective of this study was to investigate the different sources of stress 

(i.e. stressors), stress level, prevailing coping behavior strategies adopted, and the 

impact of stress on performance of Gaza Strip construction professionals. The study 

also aimed to examine the influence of stressors on stress levels (objective and 

subjective), to explore the relationship between stress and working performance, to 

investigate the stress–stressors–coping behaviors–performance relationships, to 

compare the results obtained with those of other previous studies, and to develop an 

integrated stressor–stress–coping behavior–performance framework.  

This chapter included the conclusions and several recommendations suggested to 

individual in Gaza Strip construction professional and the various stakeholders in the 

construction industry in order to optimize the performance for individuals, the wellness of the 

construction contractor firms, and ultimately, the benefits of the entire construction industry 

in Gaza Strip.  The limitations of the study were also examined in this chapter. 

5.2 Conclusions 

Based on the analyses, findings and discussions in the previous chapter, the conceptual 

stressors–stress–coping behavior– performance framework was refined. As the triangulation 

method emphasizes seeking corroboration from both quantitative and qualitative data, only 

hypotheses supported and cross-validated by both quantitative (i.e., supported by main 

survey) and qualitative (i.e., supported by personal interviews) data analyses were included in 

the final framework of the current study. From the current study the outcomes indicated the 

following: 

Outcomes related to objective one: Identification and ranking key stress factors (stressors) 

among Gaza Strip construction professionals. 

Results obtained from questionnaire survey and personal interviews indicated that 

personality, home-work conflict were the most prevailing personal stressors caused stress to 

Gaza Strip construction professionals. This type of stress was induced because construction 

professionals did not give attention to their personal lives besides their job. This devotion to 

work was usually in conflict with devotion to family.  
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Task stressors resulted from work overload of two types quantitative and qualitative. 

Quantitative overload came from working for long hours with too much work to do while 

qualitative overload resulted from wide range of responsibility.  Although previous studies 

found that work overload, role conflict and ambiguity, and work under-load caused stress, the 

current study revealed that only work overload was identified as task stressor caused stress. 

Physical stressors were not recognized by Gaza Strip construction professionals as a source 

of stress.  

The current study further showed that the organizational stressors were identified by 

construction professionals in Gaza Strip. First, Policies, treatment, reward were inadequate. This 

was induced from company negligence towards its employee careers and advancement which 

increased the stress imposed on them. Second, lack of autonomy was reflected by the 

insufficient authority that were given to the construction professionals.  Third, organizational 

structure imposed policies and rules that did not allow construction professionals to make 

decisions or use their own ideas. Politicized environment and lack of feedback from supervisor 

were responsible for organizational structure stressors.  

Outcomes related to objective two: Examine the influence of stressors on stresses (stress 

level). 

The results showed that stressors increased both subjective and objective stress levels. 

Objective stress level was measured by differences in expected and actual abilities explored 

by respondents in large-scale survey and personal interviews. Objective stress levels was 

reflected on burnout symptoms. Emotional exhaustion came from construction dissatisfaction 

by their work. Both personality and job characteristics were found to be significant predictors 

for emotional exhaustion. 

Pearson correlation analysis showed that there was a significant relationship between 

stressors and objective stress level. From the study It was clear that subjective stress with its 

dimensions burnout (emotional exhaustion, depersonalization, reduced personal achievement) 

and physical/physiological stress had significant level and there existed significant positive 

relationship between stressors and subjective stress level 

 

Outcomes related to objective three: Exploring the impact of stress on working performance 

in order to make recommendations for mitigating stress levels.  
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Stress encountered by Gaza Strip construction professionals influenced their personal 

performance and this appeared in relationship between them and their colleague, supervisors, 

and subordinates. Stress induced a lack of concern for colleagues, as well as disrespect for, 

distrust and dislike, of those with whom they are working. Task performance was also 

affected by stress subjected to construction professionals in Gaza Strip. Right decision-

making process was affected and respondents indicated that their ability to meet with clients‟ 

requirements was not effective. Organizational performance was adversely influenced by the 

employee behaviors like having the intention to leave company. Poor employee performance 

related to difference between individuals‟ values and the organization‟s value led to 

organizational ineffectiveness 

Pearson correlation analysis showed that there was NO significant relationship between 

working performance and objective stress level. On the other hand, there was significant 

negative relationship between performance and subjective stress level. 

Outcomes related to objective Four: Identification and ranking the coping behavior used by 

Gaza Strip construction professionals 

Among the various coping behaviors identified in the study and adopted by Gaza Strip, 

construction professionals were oriented to use both problem-focused and emotion-focused 

coping behaviors.  Problem-focused coping behaviors included by planful / positive 

reappraisal problem solving and seeking social instrumental support. This obtained by 

dealing directly and rationally with the problems, coming up with different solutions, and 

consulting boss, supervisor, friends or colleagues to ask for suggestions and ideas. Accepting 

ultimate responsibility, keeping others from knowing how bad things were, denial, and 

emotional discharge were adopted as emotion-focused coping behavior strategies. 

 

Outcomes related to objective Five: Investigating the impacts of coping behavior on the 

stress performance. 

The outcomes of Pearson correlation analysis asserted that there was NO significant 

relationship between coping behavior strategies and stress performance relationship. 

Outcomes related to objective Five and six: Comparing the results obtained with those of 

other studies conducted in developing and developed countries. In addition, to develop an 

integrated stressor – stress – coping behavior – performance framework. Theses objective 

were discussed with details in previous chapter. 
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5.3 Recommendations 

Based on the previous results obtained from questionnaire survey and personal 

interviews, the recommendations were made in both the personal and organizational levels 

respectively. To optimize the task, personal, and organizational performance, stress needed to 

be maintained at a moderate level. These could be achieved by managing the stressors of 

Gaza Strip construction professionals, equipping them with effective coping behaviors, and 

providing proper organizational motivations to them. 

5.3.1 Recommendations at the personal Level 

 Firstly, both personality and home-work conflict were responsible for personal stressors. 

Therefore, providing more control on personality and behavior may reduce personality effect as 

stress source. This could be obtained by training and experience. In addition, mild and strong 

relationship with family and friends may reduce the conflict between home and work demands. 

This could be achieved by increasing the number of hours to be spent with them and to be 

involved in their daily activities. Secondly, quantitative and qualitative work overload stressors 

induce task stress that have negative impacts on performance.  Moderate quantitative workload is 

recommended to be carried by individuals to reduce the effect of work overload.  

5.3.2 Recommendations at the organization Level 

This part included the recommendations that may be used by construction organizations 

to mitigate the stress levels encountered by their employee. Personal, task, and organizational 

stressors should be monitored to enhance the construction professionals productivity hence 

the organizational effectiveness. Based on the results, a number of recommendations were 

provided for construction organizations accordingly. 

Personality-homework conflict was responsible of personal stressors and to reduce the 

effect of this stressors organizations should try to: 

 Arrange informal gatherings such as recreational activities including family and friends 

programs. These activities are recommended to provide a relaxing and harmonious 

atmosphere in which the Gaza Strip construction professionals decrease the chance of 

suffering from home- work conflict. 

To prevent any negative impacts on performance of construction professionals it is 

necessary to recognize their job stress in the early stage. Work overload was identified as one 

of the main stressors contributing to the task stress suffered by individuals. Therefore, to 

prevent suffering from extreme workload either quantitative or qualitative: 



Chapter 5  Conclusions and recommendations 

192  

 

 The construction stakeholders are recommended to perform regular reviews and monitor the 

abilities of their employees and to allocate their job responsibilities and workload 

accordingly.  

 Regular progress meetings are necessary for construction professionals to report their work 

progress and the difficulties encountered. The stakeholders can then understand the actual 

task situations of the individual and provide them with suiTable assistance, if needed, in 

terms of either human resources or materials.  

 Having a better and up-to-date understanding of the work conditions, construction 

stakeholders can then allocate their workload realistically in the dynamic construction 

projects. This may reduce the dissatisfaction among employees and decrease their intention to 

leave work. 

Organizational stressors were reflected in many aspects. Organizational policies, treatment & 

reward, autonomy, and organizational structure should be handled rationally by the organization 

to reduce their effect on construction professionals performance. This may include the following 

recommendations:  

  As pay differential induced stress which had negative impacts on performances, construction 

stakeholders are suggested to allow a moderate level of pay differential and try to educate the 

individuals to accept this reasonable fact.  

 Although financial motivations were found to optimize the impact of stress on performance, 

they also mitigate the positive impact of emotional stress on performance. Hence, 

construction stakeholders are suggested to provide moderate levels of financial motivation to 

construction professionals.  

  Few interviewees informally expressed the employees dissatisfaction with the inadequate 

financial motivations should be provided by organizations. Inadequate financial motivation 

not only affects the performance, but also reduces their commitment to the organization.  

Hence, construction stakeholders are suggested to seek opinions directly from construction 

professionals about their expectations in relation to their financial motivations. This process 

can be done at the assignment agreement stage and annually as a part of the performance 

appraisal and benefits review process. 

 A supportive work environment can contribute to prevent construction professionals from 

suffering from stress. Thus, construction organizations were recommended to organize some 

regular non-work related organization gatherings and sharing sections to facilitate the 

interpersonal relationships and supports between the workgroup. 
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 Many stress-alleviating treatments can be provided by professionals (such as relaxation 

exercises) to reduce physiological stress and its symptoms. An individual‟s devotion and 

sense of belonging to an organization can then be enhanced when they are in a healthy 

physical condition. 

 In order to equip professionals properly with appropriate stress-management skills, staff 

development programs involving stress coping strategies of both the emotion-based and 

problem-based varieties are recommended. 

 The results suggest that construction management need to allow sufficient autonomy in 

order to avoid unnecessary stress. This mean to allow sufficient flexibility for decisions based 

on construction professionals own information. Alternatively, a two-way feedback process 

(from personnel to managers and from managers to personnel) may be possible. 

5.4 Limitations and further research  

This study has a number of limitations including: 

 Based on literature, a large number of stress variables were identified and used in the 

questionnaire design. Too many items in a questionnaire survey may affect the response 

rate and validity of the results.  

 For the quantitative study, the data collected from the questionnaire scales may result in 

uncertain reliability and common method variance. However, it should be noted that all of the 

survey respondents were construction professional who were working in the major 

construction contractor firms. Small sample size could result in reduced accuracy of 

parameter estimates and reduced power for testing. To minimize the limitations of the 

research results, survey study with larger sample size is recommended.  

 To enhance the degree of confidence of the current study results, a longitudinal study is 

recommended to collect data repetitively over an extended period, like repetitive interviews 

and surveying over months  interval. 

 The questionnaire survey provides a generalizable study of the relationship between 

stressors, stresses, coping behavior and performance of Gaza Strip construction 

professionals for the study. In order to carry out an in-depth study of this topic, 

qualitative research methods are suggested. Further interviews or case studies on some 

specific cases are recommended for cross-validating the results found in this study and 

uncovering the reasons behind the results. 
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  The current study targeted the construction professionals working in contractor firms. 

Hence, it is highly recommended that further study within construction professionals 

working within owners and consultant organization. 

 Regression analysis may be used to allow a more sophisticated exploration of the causal 

relationships between the variables.  

 In order to explore the integrated causal relationships in the stress management process of 

the construction professionals in Gaza strip, computer model is recommended as further 

research 
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Appendix I: Correlation coefficient 

Table (1) Correlation coefficient of each paragraph of Personality- home-work Conflict and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  I often feel that nothing matters in life besides my job. .776(*) 0.000 

2.  
My devotion to work is usually in conflict with my devotion to 

family 
.765(*) 0.000 

3.  It is hard for me to focus on one activity for a long time (10 mins) .725(*) 0.000 

4.  People sometimes say that I easily lose my temper .703(*) 0.000 

5.  
Family problems often concern me (e.g. trouble with children & 

marriage). 
.708(*) 0.000 

* Correlation is significant at the 0.05 level  

 

Table (2) Correlation coefficient of each paragraph of Relationship with others in work and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  My colleagues and I cooperate with team spirit .498(*) 0.000 

2.  I have a good relationship with my superiors .591(*) 0.000 

3.  I am an achievement-oriented person. .414(*) 0.000 

4.  I enjoy competition and feel I always have to win. .490(*) 0.000 

5.  My subordinates are friendly .740(*) 0.000 

*Correlation is significant at the 0.05 level  

 

Table (3) Correlation coefficient of each paragraph of Distrust and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  I do not have social contact with people at work. .698(*) 0.000 

2.  I am not sure I have divided my time properly among task. .773(*) 0.000 

3.  
I always end up disagreeing with customers, co-workers, 

supervisor, or management 
.678(*) 0.000 

4.  
There often seems to be a lack of trust between my colleagues 

and me. 
.690(*) 0.000 

*Correlation is significant at the 0.05 level  

 

Table (4) Correlation coefficient of each paragraph of Work overload and the total of this field 

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  I have a lot of responsibility in my job. .634(*) 0.000 

2.  I work for long hours. .696(*) 0.000 

3.  I am often required to work on multi-tasks at the same time. .589(*) 0.000 

4.  
I have to put much effort into guiding my subordinates in their 

tasks. 
.672(*) 0.000 

5.  
There is constant pressure to work every minute, with little 

opportunity to relax. 
.680(*) 0.000 

6.  
The tasks I have to work on are often urgent and have tight 

deadlines. 
.646(*) 0.000 

7.  
I often meet with team members and do not have enough time to 

myself. 
.669(*) 0.000 

8.  The project problems I have to handle are often complicated. .600(*) 0.000 

9.  
I frequently work overtime (evenings and weekends) to finish my 

work. 
.580(*) 0.000 

* Correlation is significant at the 0.05 level  
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Table (5) Correlation coefficient of each paragraph of Role stressors (conflict / ambiguity) and the total of this 

field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  
My job responsibilities are generally vague, unclear and 

inconsistent. 
.778(*) 0.000 

2.  Explanations of what has to be done are often unclear .762(*) 0.000 

3.  
The organization goals and objectives are intangible and not 

clearly spelled out 
.714(*) 0.000 

4.  
I often have difficulty deciding between high productivity and 

high quality. 
.603(*) 0.000 

5.  Things I do are often accepted by one person but not another. .688(*) 0.000 

* Correlation is significant at the 0.05 level  

 

Table (6) Correlation coefficient of each paragraph of Work under-load and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  I feel my skills and abilities are not being used well. .750(*) 0.000 

2.  I am given very limited authority. .727(*) 0.000 

3.  I frequently find my job boring and repetitive .699(*) 0.000 

4.  
I am often caught by conflicting demands between different 

parties. 
.554(*) 0.000 

*Correlation is significant at the 0.05 level  

 

Table (7) Correlation coefficient of each paragraph of Poor home / working environment and the total of this 

field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  The lighting in office/workplace is not suiTable. .794(*) 0.000 

2.  My office/workplace is abnormally noisy and crowded. .722(*) 0.000 

3.  There is a lack of technology use in my work .774(*) 0.000 

4.  It sometimes gets too hot or cold in my office/workplace. .691(*) 0.000 

5.  My home environment is not comforTable .590(*) 0.000 

*Correlation is significant at the 0.05 level  

 

Table (8) Correlation coefficient of each paragraph of Dangerous environment and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  My job is dangerous .663(*) 0.000 

2.  Home is far from my work and there is often traffic congestion. .803(*) 0.000 

*Correlation is significant at the 0.05 level  

 

Table (9) Correlation coefficient of each paragraph of Organizational policies, treatment & reward and the total 

of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  My company takes an interest in my career. .818(*) 0.000 

2.  My company provides adequate support for my work .827(*) 0.000 

3.  
My company provides me with sTable career and promotion 

opportunities. 
.804(*) 0.000 

4.  
The financial incentives and allowances provided by my 

company are generous 
.699(*) 0.000 

5.  I often feel unfair for the organization treatment. -.413(*) 0.000 

6.  
I find the reward I get is relatively low when comparing with the 

effort I pay or external market. 
-.211(*) 0.002 

7.  
The organization has policies and procedures to adequately 

support employees. 
.594(*) 0.000 

8.  I have to carry out the work in complicated work procedures. .505(*) 0.000 

* Correlation is significant at the 0.05 level  
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Table (10) Correlation coefficient of each paragraph of Autonomy and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  I often have to consult other people before making a decision. .873(*) 0.000 

2.  
An overabundance of rules and policies do not allow me the 

freedom to make my own decisions or use my own ideas. 
.904(*) 0.000 

*Correlation is significant at the 0.05 level  

 

Table (11) Correlation coefficient of each paragraph of Organizational structure and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  I am working in a politicized environment. .753(*) 0.000 

2.  I can get feedback from my supervisor on how well I am doing. .363(*) 0.000 

3.  The company that I am working in is a bureaucratic one. .574(*) 0.000 

4.  
I usually characterize my organization as very hierarchical in 

decision making. 
.377(*) 0.000 

* Correlation is significant at the 0.05 level  

 

Table (12) Correlation coefficient of each paragraph of Objective Stress Level and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  The number of project deadlines .610(*) 0.000 

2.  The degree to which my skills .387(*) 0.000 

3.  The number of tasks .707(*) 0.000 

4.  The level of difficulty in my work .799(*) 0.000 

5.  The quality of work .807(*) 0.000 

6.  The scope and  responsibility of my work .775(*) 0.000 

7.  The number of projects .784(*) 0.000 

8.  The number of people .727(*) 0.000 

* Correlation is significant at the 0.05 level  

 

Table (13) Correlation coefficient of each paragraph of Emotional Exhaustion and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  I feel unhappy and frustrated by my job. .797(*) 0.000 

2.  I am fatigued in the morning as I face another day on the job. .747(*) 0.000 

3.  I feel emotionally drained at the end of the work day .589(*) 0.000 

4.  I worry about work all the time. .574(*) 0.000 

5.  
Working with people directly  and every day causes too much 

stress 
.699(*) 0.000 

*Correlation is significant at the 0.05 level  

 

Table (14) Correlation coefficient of each paragraph of Depersonalization and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  I feel more callous towards people since starting this job .736(*) 0.000 

2.  Clients blame me for their problems .565(*) 0.000 

3.  I doubt the significance of my work. .804(*) 0.000 

4.  I have become less interested in my work since I started this job .812(*) 0.000 

*Correlation is significant at the 0.05 level  

 

Table (15) Correlation coefficient of each paragraph of Reduced Personal Achievement and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  I can deal effectively with clients‟ problems .808(*) 0.000 

2.  I have accomplished many worthwhile things in this job. .675(*) 0.000 

3.  
At my work, I feel confident that I am effective at getting things 

done 
.672(*) 0.000 



Appendix I Correlation coefficient 

210  

 

4.  I feel very energetic .740(*) 0.000 

* Correlation is significant at the 0.05 level  

 

Table (16) Correlation coefficient of each paragraph of Subjective Stress level and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  I often have headaches and migraines. .710(*) 0.000 

2.  
I lose my appetite all the time when undertaking a time-limited 

project. 
.672(*) 0.000 

3.  I suffer from sleep disorder. .686(*) 0.000 

4.  
I have skin problems ( e.g., Skin irritations, psoriasis, rash, oily 

face, etc.). 
.439(*) 0.000 

5.  
I have gastrointestinal disorders ( e.g., stomached, diarrhea, pain 

in abdomen, etc.) 
.602(*) 0.000 

6.  I have back pain sometimes. .603(*) 0.000 

* Correlation is significant at the 0.05 level  

 

Table (17) Correlation coefficient of each paragraph of Planful / positive reappraisal problem solving and the 

total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  I deal directly and rationally with the problem. .723(*) 0.000 

2.  

I come up with different solutions to the problems (e.g. time 

management, management skills enhancement, self 

compromise, etc.). 

.632(*) 0.000 

3.  
I put extra attention on planning and scheduling rather than 

acting on impulse 
.695(*) 0.000 

4.  

I appraise the problem again and again to see whether there are 

any controllable variables, either about the personal or 

environmental problems 

.752(*) 0.000 

5.  
Whenever I am stressed, I try to solve the problem as soon as 

possible 
.614(*) 0.000 

6.  
I know what had to be done, so I double my efforts to make 

things work. 
.510(*) 0.000 

7.  I come out of the experience better than when I went in .712(*) 0.000 

8.  I think about the event and learn from my mistake. .653(*) 0.000 

* Correlation is significant at the 0.05 level  

 

Table (18) Correlation coefficient of each paragraph of Seeking social instrumental support and the total of this 

field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  I talk to someone to find out more about the situation. .884(*) 0.000 

2.  
I consult my boss, supervisor, friends or colleagues to ask for 

suggestions and ideas for my problems. 
.882(*) 0.000 

3.  
If I failed to solve it on my own, I share the problem with those 

who are able to and have experienced it before 
.856(*) 0.000 

4.  
I talk to someone who could do something concrete about the 

problem. 
.797(*) 0.000 

*Correlation is significant at the 0.05 level  

 

Table (19) Correlation coefficient of each paragraph of Confrontive coping and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  I express anger to the person who caused the problem .920(*) 0.000 

2.  I try to get the person responsible to change his or her mind. .917(*) 0.000 

* Correlation is significant at the 0.05 level  
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Table (20) Correlation coefficient of each paragraph of Accepting responsibility / Denial / Emotional discharge 

and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  
I go on as if nothing had happened and refuse to think about it 

too much. 
.767(*) 0.000 

2.  I keep others from knowing how bad things were. .732(*) 0.000 

3.  
I take ultimate responsibility and blame myself if things go 

wrong. 
.629(*) 0.000 

4.  
I try to keep my feelings to myself and promise that things 

would be different next time. 
.513(*) 0.000 

5.  
I wish that the situation would continue for a while and will be 

over. 
.734(*) 0.000 

6.  I try to lose myself for a while by smoking. .600(*) 0.000 

*Correlation is significant at the 0.05 level  

 

Table (21) Correlation coefficient of each paragraph of Avoidance / Escapism and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  
I avoid phone calls during non-office hours to get rid of the 

problem. 
.829(*) 0.000 

2.  I refuse tasks assigned from others. .834(*) 0.000 

3.  I escape from stress by thinking of relaxing and happy things, .795(*) 0.000 

4.  I get upset and let my emotions out .480(*) 0.000 

*Correlation is significant at the 0.05 level  

 

Table (22) Correlation coefficient of each paragraph of Seeking emotional support and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  
I try to get emotional support from colleagues, friends, or 

relatives. 
.658(*) 0.000 

2.  I talk to someone about how I was feeling. .671(*) 0.000 

3.  
I try to make myself feel better by taking rest, going for a walk, 

doing exercise, reading, or listening to music. 
.728(*) 0.000 

4.  I sometimes cry to let my emotion out .554(*) 0.000 

* Correlation is significant at the 0.05 level  

 

Table (23) Correlation coefficient of each paragraph of Interpersonal Performance and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  The relationship between you and your colleagues. .854(*) 0.000 

2.  Respect and trust for those we are working together with. .887(*) 0.000 

3.  Honesty in work .805(*) 0.000 

4.  I can get along with others at work well. .859(*) 0.000 

*Correlation is significant at the 0.05 level  

 

Table (24) Correlation coefficient of each paragraph of Task Performance and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  Making right decisions. .613(*) 0.000 

2.  Meeting the clients‟ requirements easily. .774(*) 0.000 

3.  Controlling the project sum within the budget. .620(*) 0.000 

4.  Good critical thinking for tasks. .751(*) 0.000 

5.  High work productivity. .819(*) 0.000 

6.  Effectiveness of  schedules and  plans to get things done on time .570(*) 0.000 

* Correlation is significant at the 0.05 level  

 

 

 



Appendix I Correlation coefficient 

212  

 

Table (25) Correlation coefficient of each paragraph of Organizational Performance and the total of this field  

No. Attribute 
Spearman Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  Having the intention to leave this company. .807(*) 0.000 

2.  The difference between my values and the organization‟s value. .766(*) 0.000 

3.  To be proud to tell others that you are belong to this company. .655(*) 0.000 

* Correlation is significant at the 0.05 level 
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Islamic University of Gaza 

College of Engineering 

Civil Engineering Department 

Engineering Project Management 

 

 

Dear construction professionals participant  

Questionnaire Survey on Work stress among professionals in the construction industry 

in Gaza Strip  

I am currently undertaking a Dissertation as part of my partial fulfillment of the requirement for the 

award of the degree of Master of Science in Construction Management at the Islamic University of 

Gaza under the supervision of prof. Adnan Enshassi. My research is entitled “ Work stress 

among professionals in the construction industry in Gaza Strip” .  As a part of the Dissertation, I 

am required to collect my own primary data. Therefore, I have compiled the attached questionnaire 

survey. 

Research objectives 

The aim of this research is to investigate stresses, stressors, coping behaviors, stress level, 

and to what extent it will affect performance of Gaza Strip construction professionals through 

a stress and performance model. 

Target group: 

 This questionnaire is being sent out to all managerial staffs such as project managers, 

architects, office engineers, site engineers, designer and other professionals within the 

contractor organization.  

To achieve the research objectives, I cordially invite you to complete the attached 

questionnaire which will provide invaluable data towards the study. Any information 

collected from this study will be kept strictly confidential and purely for academic purposes. 

I would be very much grateful if you can kindly return the attached questionnaire within one 

week.  

Enclosed is a set of questionnaire survey form. If you were able to complete and return the 

questionnaire as soon as possible it would be greatly appreciated. Thank you in advance for 

your valuable time and contribution to this research work. 

Yours sincerely, 

Eman 

Eman Y. Al.swaity 

Msc. Candidate. 

Department of construction management 

Islamic University of Gaza  
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WORK STRESS AMONG PROFESSIONALS IN THE CONSTRUCTION 

INDUSTRY IN GAZA STREIP 

Part I : Personal information 

 

1. Name: ……………………………………………………………………….. (Optional) 

2. Age (years): < 20  20 to < 30 30 to < 40 40 to < 50  > 50 

3. Gender: Male Female 

4. Marital status: Married Single  Widower  Divorced  

5. No. of children: 0 1 2 3  >3 

6. Educational level: High Dip. Bachelor Deg.  Master Deg  High Cert. Other: ….... 

7. Type of company: Main Contractor Sub-Contractor  

8. Profession:  Project Manager  Civil Eng. Foreman  Architect Other:….…. 

9. No. of staff in the company <20 21-50 51-100 >100 

10. Experience in the organization <5 years 5-10 years 11-15 years >15 years 

11. Experience in construction industry <5 years 5-10 years 11-15 years >15 years 

Details of project that you are currently participating in: 

12. Project name (Optional): ………………………………………………………………. 

13. Project nature: Buildings Roads Maintenance Infra structure  Other:….. 

14. Location:  North Gaza  Middle Khan Younis Rafah 

 

Part II Stressors 

 

To what extent do you agree with the following statements? Please check the no. reflecting 

your agreement to the following statements and how much stress does it cause you? 

1 – Strongly disagree, 2 – Disagree, 3 – Neutral, 4 – Agree, 5 – Strongly agree 

No. Item description 

Degree of 

agreement 

1 2 3 4 5 

(Inter-) Personal Stressors      

 Personal behavior (Type A behavior)      

a1.1 People sometimes say that I easily lose my temper      

a1.2 I enjoy competition and feel I always have to win.      

a1.3 I am an achievement-oriented person.      

a1.4 It is hard for me to focus on one activity for a long time (10 mins)      



Appendix II Questionnaire (English) 

217  

 

No. Item description 

Degree of 

agreement 

1 2 3 4 5 

 Home-work conflict      

a1.5 My devotion to work is usually in conflict with my devotion to family.      

a1.6 Family problems often concern me (e.g. trouble with children & 

marriage). 
     

a1.7 My family or friends would like me to spend more time with them.      

a1.8 I often feel that nothing matters in life besides my job.      

 Relationship with others in work      

a1.9 I have a good relationship with my superiors      

a1.10 My subordinates are friendly      

a1.11 My colleagues and I cooperate with team spirit      

a1.12 I always end up disagreeing with customers, co-workers, supervisor, or 

management 
     

a1.13 I do not have social contact with people at work.      

 Distrust      

a1.14 I am not sure I have divided my time properly among task.      

a1.15 There often seems to be a lack of trust between me and my colleagues.      

a1.16 I seldom delegate tasks because of incomplete the tasks as well as I 

can. 
     

Task stressors      

 Work overload      

a2.17 I frequently work overtime (evenings and weekends) to finish my 

work. 
     

a2.18 The tasks I have to work on are often urgent and have tight deadlines.      

a2.19 The project problems I have to handle are often complicated.      

a2.20 I have to put much effort into guiding my subordinates in their tasks.      

a2.21 I am often required to work on multi-tasks at the same time.      

a2.22 There is constant pressure to work every minute, with little opportunity 

to relax. 
     

a2.23 I often meet with team members and do not have enough time to 

myself. 
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No. Item description 

Degree of 

agreement 

1 2 3 4 5 

a2.24 I have a lot of responsibility in my job.      

a2.25 I work for long hours.      

 Work under-load      

a2.26 I frequently find my job boring and repetitive.      

a2.27 I am given very limited authority.      

a2.28 I feel my skills and abilities are not being used well.      

a2.29 I have opportunity to participate in decisions that affect my job.      

 Role conflict      

a2.30 I am often caught by conflicting demands between different parties.      

a2.31 I often have difficulty deciding between high productivity and high 

quality. 
     

a2.32 Things I do are often accepted by one person but not another.      

 Role ambiguity      

a2.33 My job responsibilities are generally vague, unclear and inconsistent.      

a2.34 The organization goals and objectives are intangible and not clearly 

spelled out. 
     

a2.35 Explanations of what has to be done are often unclear      

a2.36 I understand exactly what is expected of me.      

Physical stressors      

 Poor working environment      

a3.37 My office/workplace is abnormally noisy and crowded.      

a3.38 It sometimes gets too hot or cold in my office/workplace.      

a3.39 There is an adequate work services.      

a3.40 My job is dangerous      

a3.41 The lighting in office/workplace is not suiTable.      

a3.42 There is a lack of technology use in my work      

 Poor home environment      

a3.43 My home environment is not comforTable.      

a3.44 Home is far from my work and there is often traffic congestion.      
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No. Item description 

Degree of 

agreement 

1 2 3 4 5 

Organization stressors      

 Organizational structure      

a4.45 I usually characterize my organization as very hierarchical in decision 

making. 
     

a4.46 I am working in a politicized environment.      

a4.47 The company that I am working in is a bureaucratic one.      

a4.48 The company emphasizes paper work and documentation.      

a4.49 I have to carry out the work in complicated work procedures.      

a4.50 The organization has policies and procedures to adequately support 

employees. 
     

 Autonomy      

a4.51 I often have to consult other people before making a decision.      

a4.52 An overabundance of rules and policies do not allow me the freedom to 

make my own decisions or use my own ideas. 
     

a4.53 Even small matters have to be referred upwards to someone higher up 

for the final answer when I could really deal with them adequately 

myself. 

     

 Reward & treatment      

a4.54 My colleagues consider their pay to be unfair as compared to mine.      

a4.55 The financial incentives and allowances provided by my company are 

generous. 
     

a4.56 My company provides adequate support for my work      

a4.57 My company takes an interest in my career.      

a4.58 My company provides me with sTable career and promotion 

opportunities. 
     

a4.59 I often feel unfair for the organization treatment.      

a4.60 I find the reward I get is relatively low when comparing with the effort 

I pay or external market. 
     

 Feedback      

a4.61 I can get feedback from my supervisor on how well I am doing.      
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No. Item description 

Degree of 

agreement 

1 2 3 4 5 

a4.62 It is hard to receive information from my supervisor on my job 

performance. 
     

 

Part III Objective stress level 

 

Please fill with the number best reflects your agreement on the following statements based on 

the mentioned project 

1 – None,   2 – Little / Some,  3 – Average,  4 – A lot, 5 – A very great deal. 

No Statements  A) Expectation  B) Actual ability  

b1 The number of project deadlines I have to meet …….. I am capable of meeting …….. 

b2 The degree to which my skills Are used …….. could be used …….. 

b3 The number of tasks I have to do …….. I am capable of doing …….. 

b4 The level of difficulty in my work I have to deal with …….. I am capable of dealing …….. 

b5 The quality of work I have to do …….. I am capable of doing …….. 

b6 The scope and  responsibility of my work I have to take …….. I am capable of handling …….. 

b7 The number of projects I have to handle …….. I am capable of handling …….. 

b8 The number of people I have to work with …….. I would like to work with …….. 

 

 

Part IV Subjective stress level 

 

Please check the number that best reflects the degree to which the particular statements is fit 

to you at mentioned project 

1 –Rarely true,   2 – Sometimes true ,  3 – Neutral,  4 – Usually true, 5 – Always true , 

 

No. Item description 

Degree of 

agreement 

1 2 3 4 5 

Burnout      

 Emotional exhaustion      

c1.1 I worry about work all the time.      

c1.2 I feel unhappy and frustrated by my job.      
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c1.3 I feel emotionally drained at the end of the work day      

c1.4 I am fatigued in the morning as I face another day on the job.      

c1.5 Working with people directly  and every day causes too much stress      

 Reduced personal achievement      

c1.6 At my work, I feel confident that I am effective at getting things done      

c1.7 I have accomplished many worthwhile things in this job.      

c1.8 I can deal effectively with clients‟ problems      

c1.9 I feel very energetic      

 Depersonalization      

c1.10 I have become less interested in my work since I started this job      

c1.11 I doubt the significance of my work.      

c1.12 I feel more callous towards people since starting this job      

c1.13 Clients blame me for their problems      

Physical / Physiological stress      

c2.1 I often have headaches and migraines.       

c2.2 I lose my appetite all the time when undertaking a time-limited project.       

c2.3 I suffer from sleep disorder.      

c2.4 I have skin problems ( e.g., Skin irritations, psoriasis, rash, oily face, 

etc.). 
     

c2.5 I have gastrointestinal disorders ( e.g., stomached, diarrhea, pain in 

abdomen, etc.)  
     

c2.6 I have back pain sometimes.      
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Please choose a number reflecting how frequent you react in the following ways in response 

to the stressful situation in the project 

1 –Extremely low,   2 – Low,  3 – Neutral,  4 – High, 5 – Extremely high, 

No. Item description 
Frequency 

1 2 3 4 5 

Problem-focused coping behavior      

 Planful problem solving      

d1.1 I know what had to be done, so I double my efforts to make things 

work. 
     

d1.2 I come up with different solutions to the problems (e.g. time 

management, management skills enhancement, self compromise, etc.). 
     

d1.3 I deal directly and rationally with the problem.      

d1.4 I put extra attention on planning and scheduling rather than acting on 

impulse 
     

d1.5 Whenever I am stressed, I try to solve the problem as soon as possible      

 Positive reappraisal      

d1.6 I think about the event and learn from my mistake.      

d1.7 I come out of the experience better than when I went in      

d1.8 I appraise the problem again and again to see whether there are any 

controllable variables, either about the personal or environmental 

problems 

     

 Confrontive coping      

d1.9 I express anger to the person who caused the problem      

d1.10 I try to get the person responsible to change his or her mind.      

 Seeking social instrumental  support      

d1.11 I talk to someone who could do something concrete about the problem.      

d1.12 I talk to someone to find out more about the situation.      

d1.13 I consult my boss, supervisor, friends or colleagues to ask for 

suggestions and ideas for my problems. 
     

d1.14 If I failed to solve it on my own, I share the problem with those who are 

able to and have experienced it before 
     

Part V Coping behavior strategies 
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No. Item description 
Frequency 

1 2 3 4 5 

Emotion-focused coping behavior      

 Seeking emotional support      

d2.1 I try to get emotional support from colleagues, friends, or relatives.      

d2.2 I talk to someone about how I was feeling.      

 Accepting responsibility      

d2.3 I try to keep my feelings to myself and promise that things would be 

different next time. 
     

d2.4 I take ultimate responsibility and blame myself if things go wrong.      

 Avoidance/escapism/denial      

d2.5 I wish that the situation would continue for a while and will be over.      

d2.6 I keep others from knowing how bad things were.      

d2.7 I go on as if nothing had happened and refuse to think about it too 

much. 
     

d2.8 I avoid phone calls during non-office hours to get rid of the problem.      

d2.9 I refuse tasks assigned from others.      

d2.10 I escape from stress by thinking of relaxing and happy things,      

 Self-controlling      

d2.11 I can deal with emotional problems calmly at work      

 Emotional discharge      

d2.12 I try to lose myself for a while by smoking.      

d2.13 Eating helps to discharge my negative emotions      

d2.14 I try to make myself feel better by taking rest, going for a walk, doing 

exercise, reading, or listening to music. 
     

d2.15 I get upset and let my emotions out      

d2.17 I try to find comfort in my religion      

d2.18 I sometimes discharge my negative emotions by scolding others      

d2.19 I sometimes cry to let my emotion out      
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Part VI  Job performance 

 

Please choose a number reflecting your agreement with the following statements about the 

influence of stress on your actual performance in the project 

1 –Extremely low,   2 – Low,  3 – Neutral,  4 – High, 5 – Extremely high, 

 

No. Item Description 

Actual 

performance 

1 2 3 4 5 

Task performance      

e1.1 Effectiveness of  schedules and  plans to get things done on time      

e1.2 Controlling the project sum within the budget.      

e1.3 Making right decisions.      

e1.4 Meeting the clients‟ requirements easily.      

e1.5 High work productivity.      

e1.6 Good critical thinking for tasks.      

Interpersonal performance      

e2.7 The relationship between you and your colleagues.      

e2.8 I can get along with others at work well.      

e2.9 Respect and trust for those we are working together with.      

e2.10 Honesty in your work.      

Organizational performance      

e3.11  To be proud to tell others that you are belong to this company.      

e3.12 The achieving of your personal goals.      

e3.13  Having the intention to leave this company.      

e3.14 Accepting any kind of job assignment so as to keep the organization 

working. 
     

e3.15 The difference between my values and the organization‟s value.      

 

 

Thanks for your time 
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 اىهْذعُخإداسح اىَشبسَغ ثشّبٍج 

 ميُخ اىهْذعخ

اىهْذعخ اىَذُّخ قغٌ   

 اىجبٍؼخ االعالٍُخ غضح

 

 (اعتجبّخ  فٍ ٍىضىع)

 

 

 اىهْذعُخ فٍ قطبع غضح ضغظ اىؼَو ػيً اىَهُُِْ فٍ اىَششوػبد اإلّشبئُخ

 

 

ٍِ اىجحث اىتنَُيٍ ىُْو دسجخ اىَبجغتُش فٍ إداسح اىَششوػبد اىهْذعُخ  ورىل جضء

 

 ًَ أُؼِٞٓبد أُطِٞثخ عزجو٠ عش٣خ ٝع٤زْ اعزخذآٜب  ُٜذف اُذساعخ كوؾ

شٌشا ُٔشبسًزٌْ ٝٓغبٛٔزٌْ ك٠ اٗغبػ ٛزا اُؼَٔ 

 

 إََبُ اىغىَطٍ.ً: إػذاد

 

 ػذّبُ اّشبصٍ. د.أ: اىَششف 

 

 

  ( 2013كجشا٣ش  )
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 اىجبٍؼخ االعالٍُخ غضح

 ميُخ اىهْذعخ

اىهْذعخ اىَذُّخ قغٌ 

 اىهْذعُخإداسح اىَشبسَغ ثشّبٍج 

 

 

 

 /األخٞح ا٤٤ُٜٖ٘ٔ ك٢ ٓششٝػبد اإلٗشبء اٌُشاّ

اُغالّ ػ٤ٌِْ ٝسؽٔخ هللا ٝثشًبرٚ ٝثؼذ، ،،،                                                              

 

 /اىَىضىع

 

 اىهْذعُخ فٍ قطبع غضح ضغظ اىؼَو ػيً اىَهُُِْ فٍ اىَششوػبد اإلّشبئُخاعتجبّخ  فٍ ٍىضىع 

 

 

االعزجبٗخ ٝاُز٢ رؼزجش عضء  ٛزٙ ػ٠ِ ُإلعبثخ اُض٤ٖٔ ٝهزٌْ ٖٓ ثغضء ُٔغبٛٔزٌْ ٝاالٓز٘بٕ اُشٌش ثغض٣َ ٌُْ أروذّ ثذا٣خ

ُٔبعغز٤شك٢ ادساح اُزش٤٤ذ ثبُغبٓؼخ االعال٤ٓخ ثبششاف األعزبر آغبٛٔب الرٔبّ ٛزا اُؼَٔ اُجؾض٢ ًٔزطِت ٤َُ٘ دسعخ 

ػـؾ اُؼَٔ ػ٠ِ ا٤٤ُٜٖ٘ٔ ك٢ أُششٝػبد اإلٗشبئ٤خ اُٜ٘ذع٤خ ك٢ هطبع "ػ٘ٞإ اُجؾش ٛٞ .  اُذًزٞس ػذٗبٕ اٗشبط٠

 .ُزُي ع٤زْ اعزخذاّ ٛزا االعزج٤بٕ, صٓخ الٝالرٔبّ اٛذاكٚ رٞعت عٔغ اُج٤بٗبد اٍ, "ؿضح

 أهذاف اىجحث

ك٢ هطبع االٗشبء ثوطبع ؿضح   (Professionals)ٛزا اُجؾش ٛٞ ٓؼشكخ اُؼـٞؽ اُز٢ ٣زؼشع ُٜب ا٤٤ُٜٖ٘ٔ اُٜذف ٖٓ

ثبالػبكخ ا٠ُ رُي ه٤بط ٓغزٟٞ ٛزٙ اُؼـٞؽ ٝئ٠ُ , اُٞعبئَ أُزجؼخ ُزو٤َِ أصش ٛزٙ اُؼـٞؽبد , ٓظبدس ٛزٙ اُؼـٞؽ,

 . أٟ ٓذٟ رإصش ػ٠ِ أداء ٛإالء ا٤ُٜٖ٘ٔ عٞاء ًبٕ رُي ػ٠ِ أُغزٟٞ اُشخظ٠ أٝ ػ٠ِ ٓغزٟٞ أُإعغخ

 :اىفئخ اىَغتهذفخ

ْٝٛ اُلئخ اُؾبطِخ ػ٠ِ دسعخ رؼ٤ٔ٤ِخ ك٢ ٓغبٍ اُج٘بء ,  ك٠ ؽشكخ االٗشبء (Professionals)١ٕ ا٢ُٜ٘ٔ ٛزا اُجؾش ٣غزٜذف

ٓذ٣ش : ٣ٝشَٔ ا٤٤ُٜٖ٘ٔ ًَ ٖٓ. ٝ اُزش٤٤ذ ٝ اُِز٣ٖ اخزبسٝ اُؼَٔ ػٖٔ ٛزا أُغبٍ ثاسادرْٜ ٣ٝزوبػٕٞ سارجبَ ٖٓ خالُٚ

ٝاُز٣ٖ ٣٘ذسط ػِْٜٔ ٝؿ٤شْٛ ٖٓ ا٤٤ُٜٖ٘ٔ , ٓششك٤ٖاٍ, ( أٝ ٌٓزتٓٞهغ) أُذ٢ٜٗٓ٘ذطاٍ, ٓؼٔبس١آٍٜ٘ذط اٍ, أُششٝع

. ؽبس ششًبد أُوبٝالدئرؾذ 

 

 رْ عٔؼٜب ٖٓ ثأ٣خ ٓؼِٞٓبد ع٤زْ االؽزلبظ ُٝزؾو٤٤ن ٛزٙ األٛذاف رْ دػٞح ع٤بدرٌْ ُزض٣ٝذٗب ثبُج٤بٗبد أُطِٞثخ ٓغ اُؼِْ أٗٚ 

.  ألؿشاع أًبد٤ٔ٣خ ثؾزٚ ثغش٣خ ربٓخ ٛزٙ اُذساعخ

ٓشكن ُذ٣ٌْ االعزجبٗخ ٌُْٝ عض٣َ اُشٌش ارا رلؼِزْ ثزؼجئزٚ ٝ شٌشا ٌُْ ٓوذٓب ػ٠ِ ٓشبسًزٌْ ٝ ٝهزٌْ اُض٤ٖٔ ٝأُغبٛٔخ ك٢ 

 .اٗغبػ ٛزا اُؼَٔ اُجؾض٢

 

 تفضلوا بقبول فائق االحترام،

 

ئ٣ٔبٕ اُغ٣ٞط٢.ّ  
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 اىهْذعُخ فٍ قطبع غضح ضغظ اىؼَو ػيً اىَهُُِْ فٍ اىَششوػبد اإلّشبئُخ

 االعتجُبُ ثتؼجئخ َقىً ثبىشخص اىزٌ خبصخ ٍؼيىٍبد: اىجضء األوه

 

 (: ......................................................................................................................اختُبسٌ)االعٌ .15

 :اىؼَش ثبىغْىاد  .16 20أهَ ٖٓ   30أهَ ٖٓ - 20  50أهَ ٖٓ -30 50أهَ ٖٓ -40 50أًضش ٖٓ 

 :اىجْظ .17  رًش   اٗض٠  

 :اىحبىخ االجتَبػُخ .18  ٓزضٝط  أػضة    أسَٓ   ٓطِن 

 :ػذد األثْبء .19  0  1  2  3 3 أًضش ٖٓ 

 :اىَؤهو اىتؼيٍَُ .20 ٓزٞعطخ شٜبدح ثٌبُٞس٣ٞط ٓبعغز٤ش دًزٞساٙ .......أخشٟ 

 :ّىع اىَؤعغخ .21 ٓوبٍٝ سئ٤غ٢  ٓوبٍٝ ثبؽٖ  

 ٜٓ٘ذط ٓذ٢ٗ ٓششف  ٜٓ٘ذط ٓؼٔبس١ .......أخشٟ

Surveyor 

 :اىَغًَ اىىظُفٍ .22  ٓذ٣ش ٓششٝع

 :ػذد اىؼبٍيُِ فٍ اىَؤعغخ .23 20أهَ ٖٓ  50-21 100-51  100أًضش ٖٓ 

 :(ثبُغ٘ٞاد)اىخجشح اىؼَيُخ فٍ اىَؤعغخ  .24 5أهَ ٖٓ  10-5 15-11 15أًضش ٖٓ 

 :(ثبُغ٘ٞاد)اىخجشح اىؼَيُخ فٍ االّشبءاد  .25 5أهَ ٖٓ  10-5 15-11 15أًضش ٖٓ 

 (: .......................................................................................اختُبسٌ)اىَششوع اعٌ /ٍؼيىٍبد حىه اىَششوع اىحبىٍ  .26

 طجُؼخ اىَششوع .27 ٓجب٢ٗ ؽشم  ط٤بٗخ ث٤٘٤خ رؾز٤خ أخشٟ

  :اىَحبفظخ/اىَىقغ .28 اُشٔبٍ ؿضح اُٞعط٠ خب٤ٗٞٗظ سكؼ

 

 أعجبة اىضغىطبد ٍصبدس و : اىجضء اىثبٍّ 

 

أل١ دسعخ رزلن ٓغ اُؼجبساد اُزب٤ُخ؟ اخزبس اُشهْ اُزٟ ٣ؼٌظ دسعخ ٓٞاكوزي ػ٠ِ اُؼجبساد أُزًٞسح أدٗبٙ ٝاُز٢ رٞػؼ 

 ٓغججبد ٝٓظبدس اُؼـؾ 

 أٝاكن ثشذح. 5أٝاكن           . 4ٓؼزذٍ           . 3ال أٝاكن         . 2ال أٝاكن ثشذح            . 1.

 دسجخ اىَىافقخ

 ٍصبدس اىضغىطبد وأعجبثهب

و
غ

غي
ٍ

 

5
 .

ذح
ش

 ث
ن

اك
أٝ

 

4
 .

ن
اك
أٝ

 

3.
ٍ

زذ
ٓؼ

 

2
 .

ن
اك
أٝ

ال 
 

1.
ذح

ش
 ث
ن

اك
أٝ

ال 
 

 اىضغىطبد اىشخصُخ

  (A) َّظ اىشخصُخ     

  .1 . أكوذ أػظبث٢ ثغُٜٞخ١ ثؼغ األؽ٤بٕ إٔ ٣وٍٞ اُ٘بط ك٢     

  .2 .ٝ أؽٔؼ دائٔبُ ُِلٞصأُ٘بكغخ ةأٗب أعزٔزغ      

  .3 .أٗب شخض أعؼ٠ ُإلٗغبص ٝأسًض ػ٤ِٚ     

  .4 ( دهبئن10)ٖٓ اُظؼت ثبُ٘غجخ ٢ُ اُزش٤ًض ػ٠ِ ٗشبؽ ٝاؽذ ُلزشح ؽ٣ِٞخ      

  اىصشاع ثُِ اىَْضه واىؼَو     

  .5 اخالط٢ ٝاٗزٔبئ٢ ُؼ٢ِٔ ػبدح ٓب٣ٌٕٞ ك٢ طشاع ٓغ اخالط٢ ٝاٗزٔبئ٢ ُؼبئِز٢     
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 دسجخ اىَىافقخ

 ٍصبدس اىضغىطبد وأعجبثهب

و
غ

غي
ٍ

 

5
 .

ذح
ش

 ث
ن

اك
أٝ

 

4
 .

ن
اك
أٝ

 

3.
ٍ

زذ
ٓؼ

 

2
 .

ن
اك
أٝ

ال 
 

1.
ذح

ش
 ث
ن

اك
أٝ

ال 
 

  .6 .(األؽلبٍ  ٝ أًَ ٓغ اُضٝاطآش) رإسه٢٘عش٣خ األٓشبًَ اٍك٢ ًض٤ش ٖٓ األؽ٤بٕ      

  .7 ػبئِز٢ ٝأطذهبئ٢ ٣شؿجٕٞ ثوؼبئ٠ ٓؼْٜ ٝهذ أؽٍٞ     

  .8 . ٝظ٤لز٢ٓوبثَأشؼش ك٢ ًض٤ش ٖٓ األؽ٤بٕ إٔ ال ش٢ء ٣ْٜ ك٢ اُؾ٤بح      

  ػالقخ ٍغ اِخشَِ فٍ اىؼَواه     

  .9 . ك٢ اُؼَُٔذ١ ػالهخ ع٤ذح ٓغ سؤعبئ٢     

  .10 .أُشؤع٤ٖ ُذ١ ك٢ اُؼَٔ ٝدٝد٣ٖ     

  .11 .أنا وزمالئً نتعاون بروح الفرٌق     

  .12 .المشرفٌن ، أو اإلدارة, زمالء العمل, دائما فً نهاٌة المطاؾ أختلؾ مع الزبائن     

  .13 .لٌس لدى عالقات اجتماعٌة مع األشخاص فً العمل     

  ػذً اىثقخ     

  .14 .أنا لست متأكدا من أننً قد قسمت وقتً بشكل صحٌح بٌن المهام المسندة إلى      

  .15 .صٓالئ٢ٌبدو فً كثٌر من األحٌان أن هناك انعدام الثقة بٌنً وبٌن      

     
ٗبدساٌ ٓب أهّٞ ثزل٣ٞغ أُٜبّ ُؼذّ ٓوذسح اُـ٤ش ػ٠ِ ارٔبٜٓب ثبُشٌَ اُظؾ٤ؼ ًٔب أسؿت 

 .ٝأعزط٤غ
16.  

 ضغىطبد اىَهبً

  اىؼَواىضَبدح فٍ      

  .17 .إلٜٗبء ػ٢ِٔ (ك٢ األٓغ٤بد ٝػطالد ٜٗب٣خ األعجٞع)ًض٤شا ٓب أهّٞ ثبُؼَٔ اإلػبك٢      

  .18 .صّ الٗغبصٛبالأُٜبّ أُغ٘ذح ئ٠ُ ك٢ اُؼَٔ ؿبُجب ٓب رٌٕٞ ػبعِخ ٝرزظق  ثؼ٤ن اُٞهذ اٍ     

  .19 .ٓشبًَ أُششٝع اُز٢ ٣زطِت ٠٘ٓ اُزؼبَٓ ٓؼٜب ٓؼوذح ك٢ ًض٤ش ٖٓ األؽ٤بٕ      

  .20 .ػ٢ِ ثزٍ اٌُض٤ش ٖٓ اُغٜذ ك٢ رٞع٤ٚ أُشؤٝع٤ٖ ُذ١ الٗغبص ٜٓبْٜٓ     

  .21 .ؿبُجب ٓب ٣زطِت ٢٘ٓ اُؼَٔ اٗغبص ٜٓبّ ٓزؼذدح ك٢ ٗلظ اُٞهذ     

  .22 .ٛ٘بى ػـؾ ػَٔ ٓغزٔش ك٢ ًَ ده٤وخ، ٓغ كشطخ ػئ٤ِخ ُالعزشخبء     

  .23 .اُزو٢ ك٢ ًض٤ش ٖٓ األؽ٤بٕ ٓغ أػؼبء اُلش٣ن ٤ُٝظ ُذ١  ٓب ٣ٌل٢ ٖٓ اُٞهذ ُ٘لغ٢     

  .24 .ُذ١ اٌُض٤ش ٖٓ أُغإ٤ُٝبد ك٢ ٝظ٤لز٢     

  .25 .أػَٔ ُغبػبد ؽ٣ِٞخ خالٍ ا٤ُّٞ     

  قيخ اىؼَو     

  .26 .ًض٤شا ٓب أعذ ػ٢ِٔ ٓٔالَ  ٝٓزٌشساًا      

. ُظالؽ٤بدُذٟ ٗطبم ػ٤ن عذا ٝٓؾذٝد ٖٓ ا      27.  

  .28 .أشؼش إٔ ٜٓبسار٢ ٝهذسار٢ ؿ٤ش ٓغزخذٓخ  ثشٌَ ع٤ذ     

  .29 . اُلشطخ ُِٔشبسًخ ك٢ ارخبر اُوشاساد اُز٢ رإصش ػ٠ِ ٝظ٤لز٢رزبػ ٢ُ     
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 دسجخ اىَىافقخ

 ٍصبدس اىضغىطبد وأعجبثهب

و
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ن
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أٝ

 

3.
ٍ

زذ
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1.
ذح

ش
 ث
ن
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أٝ

ال 
 

   اىذوسصشاع     

  .30 ك٢ ًض٤ش ٖٓ األؽ٤بٕ رزْ ٓؾبطشر٢ ٖٓ هجَ أُطبُت أُزؼبسثخ ث٤ٖ ٓخزِق األؽشاف     

  .31 .ؿبُجب ٓب أعذ طؼٞثخ ك٢  ارخبر اُوشاس ُظبُؼ  اإلٗزبع٤خ اُؼب٤ُخ أٝاُغٞدح اُؼب٤ُخ     

  .32 .األش٤بء اُز٢ أهّٞ ثٜب رؾظ٠ ؿبُجب ثٔٞاكوخ اُجؼغ ٤ُٝظ اٌَُ     

  غَىض اىذوس     

  .33 .ٓغإ٤ُٝبد ٝظ٤لز٢ ثشٌَ ػبّ ؿبٓؼخ، ؿ٤ش ٝاػؾخ ٝؿ٤ش ٓز٘بعوخ     

  .34 . ؿ٤ش ِٓٔٞعخ ٤ُٝغذ ٓزًٞسح ثٞػٞػأٛذاف أُإعغخ     

  .35 تعلٌل وتفسٌر ما الذي ٌنبؽً القٌام به فً كثٌر من األحٌان ما ٌكون ؼٌر واضح     

  .36 .أنا أفهم بالضبط ما هو متوقع منً فً عملً     

 اىضغىطبد اىَبدَخ

  ثُئخ ػَو غُش ٍْبعجخ     

  .37 . ثشٌَ ؿ٤ش ؽج٤ؼ٢ ٝٓضدؽٌْٓزج٢ طبخت     

  .38 ؽبسا ثشٌَ ؿ٤ش ٓؾزَٔ/ ك٢ ثؼغ األؽ٤بٕ ٣ٌٕٞ اُغٞ ك٢ أٌُزت أٝ ٓٞهغ اُؼَٔ  ثبسدا      

  .39 . ٓ٘بعجخاُخذٓبد أُزبؽخ ك٢ اُؼَٔ     

  .40 .٣ؼزجش ػ٢ِٔ خط٤شا ٗٞػب ٓب     

  .41 .ؿ٤ش ٓالئٔخٓٞهؾ اُؼَٔ /اإلػبءح ك٢ أٌُزت     

  .42 .ٛ٘بى ٗوض ك٢ اعزخذاّ اُزٌُ٘ٞٞع٤ب ثبُؼَٔ     

  ثُئخ ٍْضىُخ غُش ٍْبعجخ     

  .43 .ؿ٤ش ٓش٣ؾخ اُج٤ئخ أُ٘ض٤ُخ      

  .44 .منزلً بعٌد عن مكان عملً وؼالبا ما ٌكون هناك ازدحام فً حركة المرور      

 ضغىطبد اىَؤعغخ

  اىهُنو اىتْظٍَُ     

  .45 .عادة ما أصنؾ مؤسستً على انها تأخذ الشكل الهرمً فً اتخاذ القرارت     

  .46 .ؿ٤ش ٓغزوِخ ع٤بع٤بُ أٗب أػَٔ ك٢ ث٤ئخ      

  .47 .ث٤شٝهشاؽ٤خك٤ٜب رزغْ ثبٍاُششًخ اُز٢ أػَٔ      

  .48 .اُششًخ رإًذ ػ٠ِ اُزؼبَٓ اُٞسه٢ ٝاُزٞص٤ن     

  .49 .ػ٢ِ ئٗغبص األػٔبٍ رؾذ ئعشاءاد اُؼَٔ أُؼوذح     

  .50 .المؤسسة لدٌها سٌاسات وإجراءات لتوفٌر الدعم الكافً الموظفٌن     

  اىحنٌ اىزاتٍ     

  .51 .علً فً كثٌر من األحٌان استشارة اآلخرٌن قبل اتخاذ أي قرار     

هناك كثٌر من القواعد والسٌاسات ال تسمح لً بحرٌة اتخاذ قراراتً أو استخدام أفكاري       52.  
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 دسجخ اىَىافقخ

 ٍصبدس اىضغىطبد وأعجبثهب
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 .الخاصة

     
ؽز٠ أطـش األٓٞس ٣زٞعت ػ٢ِ رٞع٤ٜٜب ُٖٔ ْٛ أػ٠ِ ٢٘ٓ ألخز اُوشاس اُٜ٘بئ٢ ثبُشؿْ ٖٓ 

 .هذسر٠ ػ٠ِ اُزؼبَٓ ٓؼٜب ثشٌَ ٓ٘بعت
53.  

  اىَنبفأح واىتؼبٍو     

  .54 .صٓالئ٢ ٣ؼزجشٕٝ أعٞسْٛ ؿ٤ش ػبدُخ ثبُٔوبسٗخ ٓغ أعش١     

  .55 .اُؾٞاكض أُب٤ُخ ٝاُجذالد اُز٢ روذٜٓب اُششًخ اُز٢ أػَٔ ثٜب ٢ٛ عخ٤خ     

  .56 . اُز٢ أػَٔ ثٜب رٞكش اُذػْ اٌُبك٢ ُؼ٢ِٔٓإعغخاٍ     

  .57 . ٝرز٤ؼ ٢ُ كشص ُِزوذّ اُز٢ أػَٔ ُذ٣ٜب رٜزْ ثٔظِؾخ ٓغبس١ اُٞظ٤ل٢ٓإعغخاٍ     

  .58 . اُز٠ أػَٔ ثٜب  رز٤ؼ ٢ُ ٜٓ٘خ ٓغزوشح ٝكشص ُِزشه٤خٓإعغخا اٍ     

  .59 .  اُغٞم أٝ ٓغأعذ أ٢ٗ أؽظَ ػ٠ِ ٌٓبكأح ٓ٘خلؼخ ٗغج٤ب ػ٘ذ ٓوبسٗخ ٓغ اُغٜذ اُز١ أثزُٚ     

  اىَشتذح/اىتغزَخ اىشاجؼخ     

  .60 .ػٖ  أدائ٢ اُٞظ٤ل٢ٌ٘٘ٔ٣٢ اُؾظٍٞ ػ٠ِ اُزـز٣خ أُشرذح ٖٓ ٓششك٢      

  .61 .أٝ ال ثشٌَ ع٤ذ ػ٢ِٔ أهّٞ ة٤َُٛظ ُذ١ كشطخ ُٔؼشكخ      

 

 ٍغتىي اإلجهبد اىىظُفٍ: اىجضء اىثبىث

 

 ث٘بء ػ٠ِ أُششٝع اُؾب٢ُ ٣ؼٌظ ٓٞاكوزي ػ٠ِ اُؼجبساد اُزب٤ُخ  اُز١اُشهْة  اُلشاؽ  ٣شع٠ َٓء

 .جدا هناك قدر كبٌر - 5،  هناك الكثٌر    - 4، متوسط    - 3،    بعض     / قلٌل  -2 الٌوجد  ،    -1
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 اىقذسح اىفؼيُخ ( ة
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 .ً اىجُبّبد اىقذسح اىَتىقؼخ ( أ

     
 اُوبدس ػ٠ِ رِج٤زٜب

     
ػذد أُٞاػ٤ذ اُٜ٘بئ٤خ  اُز٢ ػ٢ِ رِج٤زٜب

 أُششٝع

1.  

  .2 اُذسعخ اُز٢ ك٤ٜب ٜٓبسار٢ ٓغزـِخ      ٌٖٓٔ اعزـالُٜب     

  .3 ػذد أُٜبّ  أُطِٞة ٢٘ٓ ػِٜٔب      اُوبدس ػ٠ِ ػِٜٔب     

  .4 ٓغزٟٞ اُظؼٞثخ ك٢ ػ٢ِٔ اُز١ ٣غزِضّ ٢٘ٓ اُزؼبَٓ ٓؼٚ      اُوبدس ػ٠ِ اُزؼبَٓ ٓؼٚ     

  .5 ٗٞػ٤خ اُؼَٔ اُز١  ٣طِت ٢٘ٓ      اُوبدس ػ٠ِ ػِٔٚ     

  .6 ٗطبم أُغإ٤ُٝخ ك٢ اُؼَٔ أُغ٘ذ ئ٢ُ       اُوبدس ػ٠ِ اُزؼبَٓ ٓؼٚ     

  .7 ػذد أُشبس٣غ أُطِٞة ٢٘ٓ ٓزبثؼزٜب      اُوبدس ػ٠ِ ٓزبثؼزٜب     

     
اُز٣ٖ أسؿت ك٢ اُؼَٔ 

 ٓؼْٜ
     

  .8 ػذد األشخبص أُطِٞة اُؼَٔ ٓؼْٜ



Appendix III  Questionnaire (Arabic) 

232  

 

 ٍغتىي اإلجهبد اىشخصٍ: اىجضء اىشاثغ

 

 .اخزبس اُشهْ اُزٟ ٣ؼٌظ دسعخ ٓٞاكوزي ػ٠ِ اُؼجبساد أُزًٞسح أدٗبٙ ك٢ أُششٝع اُؾب٢ُ

 دائٔب - 5،   ا ؿبُت –4،  ٓؾب٣ذ  –3 ،    ثؼغ األؽ٤بٕ-  2 ،    ٗبدسا -1

 دسجخ اىَىافقخ

 وصف اىجْذ

و
غ

غي
ٍ

 

ٔب
دائ

 

جب
ؿبُ

 

٣ذ
ؾب

ٓ
 

أل
 ا
غ

ثؼ
ٕ

٤ب
ؽ

 

سا
بد

ٗ
 

 االحتشاق اىْفغٍ

  اإلعتضاف اىْفغٍ     

  .1 .ؽٞاٍ اُٞهذأكون قلقا بخصوص العمل      

  .2 . ٖٓ ٝظ٤لز٢ثؼذّ اُغؼبدح ٝاإلؽجبؽ أشؼش     

  .3 .أشعر أنً استنفذت فً نهاٌة ٌوم العمل     

  .4  ٓٞاعٜخ ٣ّٞ آخش ك٢ اُؼَٔأل٢ٗ ثظذد ك٢ اُظجبػ   ا ٓشٛنًٕٞأ     

  .5 . اٌُض٤ش ٖٓ اُزٞرش ٢ُ ٣غجت ًَٝ ٣ّٞ اُؼَٔ ٓغ اُ٘بط ٓجبششح     

  اّخفبض اإلّجبص اىشخصٍ     

  .6 .أنا على ثقة من فعالٌة إنجازي لألمور فً عملً     

  .7 .ك٢ ػ٢ِٔعذ٣شح ثبالٛزٔبّ اٍش٤بء األ  ًض٤ش ٖٓهذ أٗغضدٍ     

  .8 . صثبئٖأعزط٤غ اُزؼبَٓ ثشٌَ كؼبٍ ٓغ ٓشبًَ  اٍ     

  .9 .أشعرأننً نشٌط جدا     

  تجذد و اّؼذاً اىشخصُخ     

  .10 ُوذ أطجؾذ أهَ اٛزٔبٓب ثؼ٢ِٔ ٓ٘ز إٔ ثذأد ٛزٙ اُٞظ٤لخ     

  .11 .ػ٢ِٔٓب أهّٞ ثٚ ك٢ أشي ك٢ أ٤ٔٛخ      

  .12 أشؼش ثٔض٣ذ ٖٓ اُوغٞح رغبٙ االشخبص ٓ٘ز اُجذء ثٜزا اُؼَٔ     

  .13 اُضثبئٖ ٢ِ٘ٗٞٓٞ٣ ػ٠ِ ٓشبًِْٜ     

 اىفغُىىىجٍ / اإلجهبد اىفُضَبئٍ 

  .14 . ؼالبا ما أعانً من الصداع والصداع النصفً     

  .15 . ص٤٘ٓب أكوذ ش٤ٜز٢ ؽٞاٍ اُٞهذ ػ٘ذ اُو٤بّ ثٔششٝع ٓؾذٝد     

  .16 اُّ٘ٞك٢  ادأػب٢ٗ ٖٓ اػطشاة     

  .17 .(ػ٠ِ عج٤َ أُضبٍ، ر٤ٜظ ك٢ اُغِذ، اُظذك٤خ، اُطلؼ اُغِذ١،  ٝٓب ئ٠ُ رُي) ٣خُذ١ ٓشبًَ عِذ     

  .18 .اُغٜبص اُٜؼ٢ٔ ك٢  اػطشاثبد أػب٢ٗ ٖٓ     

  .19 أػب٢ٗ ٖٓ أٝعبع اُظٜش ك٢ ثؼغ األؽ٤بٕ     
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 اىضغىطٍىاجهخ اىتصشفبد هاعتشاتُجُبد : اىجضء اىخبٍظ

 

 

اُؼـؾ اُز٢  ٖٓ خالٍ اُطشم اُزب٤ُخ سدا ػ٠ِ ٓٞهق رظشكي  ًشاس ٝرٞارش  ٣ؼٌظ ٓذٟ د اُز١سهْا٣ٍشع٠ اخز٤بس 

 ك٢ أُششٝع رزؼشع ُٜب 

 

ٓشرلغ ُِـب٣خ  - 5،    ٓشرلغ – 4،     ٓؾب٣ذ – 3،    ٓ٘خلغ – 2،    ٓ٘خلغ ُِـب٣خ- 1

 

 دسجخ اىتنشاس

 وصف االعتشاتُجُخ اىَتجؼخ مشد فؼو ػيً اىضغظ

و
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 اىَشنيخ سمض ػيً ٌ رٌعيىك اهاه 

  حو اىَشنيخ ثبىتخطُظ     

  .1 .ر٘غؼ عٜٞد١ ُغؼَ االٓٞس أػبػقأٗب أػشف ٓب ًبٕ ٣٘جـ٢ اُو٤بّ ثٚ، ُزُي      

     
 ٍٝ ٝاُؾَ, ئداسح اُوذسادٓضَ ئداسح اُٞهذ، رؼض٣ض) ُِٔشبًَ  ٓخزِلخ اُخشٝط ثؾٍِٞعزط٤غأ

 .(اُٞعؾ ، ٝٓب ئ٠ُ رُي

2.  

  .3 .ٓغ أُشٌِخ ثؼوال٤ٗخ ٝثشٌَ ٓجبشش  أرؼبَٓ     

  .4 .اُزظشف ًشدٝد أكؼبٍعذُٝخ ثذال ٖٓ اٍرخط٤ؾ ٝاٍ اٛزٔبّ ئػبك٢ ك٢ ثزٍأ     

  .5 . أؽبٍٝ ؽَ أُشٌِخ ك٢ أهشة ٝهذ ٌٖٓٔػ٘ذٓب إًٔٞ ٓؼـٞؽب     

  َجبثٍاإلتقٌُُ اهإػبدح      

  .6 .١ؽببؿأرؼِْ ٖٓ أ، ٝ اُز١ ؽظَأكٌش ك٢ اُؾذس     

  .7 .أكؼَ ثخجشح رغشثخ اٍ ٖٓ خشعذُوذ      

  .8 . ُٔؼشكخ ٓب ئرا ًبٗذ ٛ٘بى أ٣خ ٓزـ٤شاد ٣ٌٖٔ اُغ٤طشح ػ٤ِٜب أًضش ٖٓ ٓشحأُشٌِخ ه٤ْ أ     

  اىَىاجهخ     

  .9  ئ٠ُ اُشخض اُز١ رغجت ك٢ أُشٌِخ١ؿؼتػٖ أػشة      

  .10 .٣ش عًِٞٚ ٝرل٤ٌشٙاُشخض أُغإٍٝ ُزؾأؽبٍٝ اُٞطٍٞ ئ٠ُ      

   اىفؼبهاىجحث ػِ اىذػٌ االجتَبػٍ     

  .11 .أتحدث إلى شخص ما ٌمكنه القٌام بشًء ملموس تجاه المشكلة     

  .12 .دصخأرؾذس ئ٠ُ شخض ٓب ُٔؼشكخ أُض٣ذ ػٖ ٛزٙ اُؾب     

     
 كٌبس أآساء ٝٝ ُِؾظٍٞ ػ٠ِ رشاؽبد اإل مٝصٓالئ٢ ُطِت أ أطذهبئ٢ أعزش٤ش سئ٤غ٢ أُجبشش

 .رغبْٛ ثؾَ أُشٌِخ

13.  

  .14 ُٝذ٣ْٜ رغشثخ عبثوخ شج٤ٜخهبدس٣ٖ اٍ ٓغ أُٝئي ٛب ٝؽذ١، أشبسى ُِٔشٌِخئرا كشِذ ك٢ ا٣غبد ؽَ     

 اىؼىاطف واالّفؼبالد سمض ػيً ٌ رٌعيىك اهاه

  اىؼبطفٍ اىجحث ػِ اىذػٌ      

  .15 .أؽبٍٝ اُؾظٍٞ ػ٠ِ اُذػْ اُؼبؽل٢ ٖٓ صٓالئ٢ ٝأطذهبئ٢ ٝأهبسث٢     

  .16 .أرؾذس ئ٠ُ شخض ؽٍٞ ٓب أشؼش ثٚ رغبٙ أُشٌِخ     
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 دسجخ اىتنشاس

 وصف االعتشاتُجُخ اىَتجؼخ مشد فؼو ػيً اىضغظ
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قجىه اىَغؤوىُخ         

  .17 . ُ٘لغ٢ إٔ األٓٞس عزٌٕٞ ٓخزِلخ ك٢ أُشح اُوبدٓخاُ ٝػذٝأهطغ ٓشبػش١ ؽزلع ةأؽبٍٝ إٔ أ     

  .18 . ئرا ٓب عبءد األٓٞس ُّٞ ٗلغ٢أ ٓطِوخ ٝ أُغإ٤ُٝخ اٍرؾَٔأ     

  اإلّنبس/ اىهشوة ٍِ اىىاقغ / اىتجْت      

  .19 .ٗز١٠ٜ ئ٠ُ ؽذ ٓب أ٣ٝغزٔشأر٠٘ٔ إٔ اُٞػغ ط     

  .20 .أع٘ت ا٥خش٣ٖ ٖٓ ٓؼشكخ ٓذٟ عٞء اُٞػغ     

  .21 .سكغ اُزل٤ٌش ك٢ األٓش أًضش ٖٓ اُالصّ ٝأأمضً قدما وكأن شٌئا لم ٌحدث     

  .22 .أتجنب المكالمات الهاتفٌة فً ؼٌر ساعات العمل للتؽلب على المشكلة     

  .23 أرفض المهام الموكلة إلى من اآلخرٌن     

  .24 .أهرب من اإلجهاد عن طرٌق التفكٌر فً األشٌاء المفرحة واالسترخاء      

  اىغُطشح ػيً اىْفظ     

  .25 أستطٌع التعامل مع المشاكل بهدوء فً العمل     

  اىؼبطفٍ/ اىتفشَغ اىْفغٍ      

  .26 . أحاول أن أهدئ نفسً لفترة من الوقت بواسطة التدخٌن     

  .27 .األكل ٌساعد على تبدٌد مشاعري السلبٌة     

     
الذهاب فً نزهة سٌرا على ,  أحاول جعل نفسً أشعر على نحو أفضل من خالل االستراحة

 .أو االستماع إلى الموسٌقى, القراءة, ممارسة التمارٌن, األقدام

28.  

  .29 .أنزعج وأعبر عن شعوري باإلنزعاج     

  .30 .أحاول أن أجد الراحة فً دٌنً وعبادتً     

  .31 .فً بعض األحٌان أفرغ مشاعري السلبٌة بواسطة توبٌخ اآلخرٌن     

  .32 .نفعالتً بالذهاب الأبكً فً بعض األحٌان للسماح     
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 األداء اىىظُفٍ:اىجضء اىغبدط

 

أُٞاكوخ ػ٠ِ اُؼجبساد اُزب٤ُخ ك٤ٔب ٣زؼِن ثزأص٤ش ػـؾ اُؼَٔ ػ٠ِ أدائي اُلؼ٢ِ ك٠  ٣ؼٌظ ٓذٟ  اُز١سهْا٣ٍشع٠ اخز٤بس 

 .أُششٝع اُؾب٢ُ

 ٓشرلغ ُِـب٣خ - 5،    ٓشرلغ – 4،     ٓؾب٣ذ – 3،    ٓ٘خلغ – 2،    ٓ٘خلغ ُِـب٣خ- 1

 

 شٌشا ُزؼبٌْٝٗ ٝٝهزٌْ اُض٤ٖٔ

 

 

 

 

 دسجخ اىَىافقخ

 تأثُش اىضغظ ػيً مو ٍِ
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 األداء فٍ اىَهبً 

  .1 فعالٌة الجداول الزمنٌة التً أخطط لها حتى أحصل على األمور فً الوقت المحدد     

  .2 .سهولة  السٌطرة على مصروفات المشروع فً حدود المٌزانٌة     

  .3 .ارخبر اُوشاسد اُظؾ٤ؾخ     

  .4 .تلبٌة متطلبات الزبائن بسهولة     

  .5 .انتاجٌة عالٌة  للعمل      

  .6 .التفكٌر النقدي الجٌد للمهام     

 األداء اىشخصٍ

  .7 .العالقة بٌنك وبٌن زمالئك     

  .8 .المشاركة و العمل جنبا إلى جنب مع اآلخرٌن فً العمل بشكل جٌد     

  .9 . والثقة تجاه األشخاص الذٌن ٌعملون معك االحترام     

  .10 .األمانة فً عملك     

 األداء اىتْظٍَُ

  .11 .كونك فخور بانتمائك إلى هذه المؤسسة     

  .12 .صعوبة تحقٌق أهدافك الشخصٌة     

  .13 .النٌة بترك هذه الشركة     

  .14 .قبولك أي نوع من المهم وذلك للحفاظ على سٌر عمل المنظمة     

  .15 .مدى اختالؾ  مبادئك وقٌمك عن قٌم ومبادئ المؤسسة     
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Appendix IV: Personal interviews 

Part I: Stressors identified by interviewees 

A) Personal stressors identified by interviewees 

Personal traits 

1. Urging 
Kh1 I am a nervous personal that I sometimes speak in an urging tone. I need to be fast in different areas. 

G1 I always want to complete the tasks at the earliest. However, due to the objective environment and my 

lazy attitude sometimes, I may not be able to complete it as early as I want. I am stressed in these 

processes. 

G2 I always want to complete a task faster. This caused me stress. 

R2 I always want to complete the tasks in the earliest and by the most efficient way. I also hope that my 

colleagues can follow my speed and work quickly. 

2. IrriTable 
Kh1 I sometimes irriTable and can‟t control my emotion. I have just blamed by subordinates before this 

interview. She is now crying. 

Kh3 It is easy for me to quarrel with other in a conversation. I am a bit irriTable. 

3. Demanding 
M2 I have high expectation on my work performance. However, it is not possible to be perfect sometimes. 

This caused me stress. 

4. Meticulous 
R1 I emphasize on the technical details. It is easy for me to drag into the engineering details, which 

sometimes affect my control on time. 

5. Non-openhearted 
G3 I am not an openhearted person. I do not express my negative emotions easily. This is not good, as my 

negative feelings might be accumulated and resulted in stress. 

Poor workgroup relationship 

6. Lack of trust 
Kh3 From the point of views, there are significant differences between the culture and education of the 

individuals. It is impossible for us to communicate. We are affected by the political culture, and this 

reflected on our achievement and ability. It is difficult for them to accept our suggestions. Their 

suspicions caused me stress. For instance, they always give „suggestions‟ to us in the meetings, based on 

their opinions. These „suggestions‟ do cause us stress. There suggestions actually act as great limitations 

and obstacles to our design works. In fact, these issues are very minor that they are not even related to the 

issue. 

M1 My relationships with others are not that close. Due to the different culture, it is difficult for me to find a 

deep-hearted friend here. It takes a longer time to 

7. Conflict with workgroup 
N2 Conflicts happen due to different work attitude and the subsequent problems they created that I need to 

deal with. Although I try not to be too strict at my words and try to avoid on-the-Table conflicts, this, to 

certain extent, still cause stress to me. 
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A) Personal stressors identified by interviewees 
R2 Due to the cultural distance, my relationships with the colleagues are only limited to the work issues. Our 

work relationships are fine, but we cannot be friends. A conflict has happened between me and one of my 

colleagues. He was responsible for drafting the contract document. However, I found that his drafting has 

great problems, on which our company is not being protected in many ways. I suspected that it may be 

because he received commissions from other parties. To protect the benefits of our company, I amended 

his draft a lot and reported this to my boss. He was very angry. He was eventually fired as he was found 

to have received commissions. 

G2 I have to handle the internal interpersonal relationships within my company. For the internal aspects, I 

need to deal with the conflicts of the local staff, the expatriate staff, and also the interface between local 

and expatriates staff. Due to the culture difference and pay differential between staff, conflict occurs 

between them. The conflicts between staff can result in a number of problems, such as the team 

cooperation, the obedience of the subordinates, and also the creativeness and effectiveness of the project 

team. 

Kh2 The interpersonal relationships between people and colleagues are detached in general… This detached 

relationship affects the cooperation between colleagues at work. 

Home-work conflict 

8. Imbalanced home and work life 

N1 My wife is very nice to me. She never complains about my job. However, I still feel sorry for her. I 

always say that I am not a good son, not a good husband, and not a good father. My mother, wife, and 

son, I need to spend 2/3 of my time at work for this job. I can only stay with them on Friday night and 

have to go back to work early morning. This is a difficulty that I cannot solve, and this causes many 

negative emotions for me. For example, my son broke his head at home last week. My wife rushed back 

to home to handle the problem. She called me back after so when she were on the way back to office. 

Although she is very tough and capable now to handle these home affairs, I still feel regretted that I am 

not able to do something for them due to the district restriction. For me, this causes me more than stress; 

it is a heavy load. 

N1 In fact, my family never complains about my absence all the day. However, I still feel sorry that I cannot 

accompany my parents as frequent as before. 

M2 My family does not want me work. I have two kids. I need to handle their homework. I work 6 days a 

week. My husband needs to take on my family workload when I am out.  Work affects my roles as 

mother and wife in my family. My kids ask me to stay at home every morning…” 

G1 I am stressed by not being able to nurture my kids closely. However, there is no way to solve this 

problem. However, my kids have grown up and my wife is now studying. They all have their own 

business and, thus, have complained less to me now. 

Kh2 My wife and daughter understand that my job requires me to work long hours, however they would still 

complaint indirectly about me leaving them. 

Kh3 My job has absolute interference to my family life. My family is not able to see me due to my work. This 

causes me stress. My family and relatives complaint that I seldom visit them. 
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A) Personal stressors identified by interviewees 
G3 Work overtime is very common for us. However, this often leads to imbalance between my work and 

private life (i.e., family and friends)… My work does interrupt my family and private life… I am worry 

that the management would think that I am not hard-working if I leave on time. As the construction work 

is very time-demanding, it is very hard to make a balance on the work and family life. This is stressful for 

me because this may affect my promotion and /or salary review. 

 

B) Task stressors identified by interviewees 

Qualitative work overload 

1. Complicated projects 
R2 The design of this project is new to us. It is very difficult for us to conduct the project from the 

conceptual stage to the construction stage. We need to convince not only the client to accept our design 

concept, but also the local governmental officers. As there is no previous case for reference, we are 

stressed. 

M2 The ceiling, floor, and wall structures of this project are all new and have not been constructed. The 

environmental-friendly building services system adopted in this building is also very innovative. We 

need to spend much time to communicate with the architects and understand the concepts and operations 

of these new systems. As the contractor do not have clear understanding on this design, I also need to 

spend much time to explain the concept to them. This is quite stressful indeed. 

N1 As this project is very innovative and there has been no one constructing similar building before, quite a 

lot of technological breakthrough was needed. This also induces many difficulties in the construction 

process. This resulted in we explain the design of this project by go back to the basic principles, which 

involves many proof. There were conservative expertise considering the design as unsafe and objected 

our proposal. This is the technical difficulties of this project. This causes me stress. 

N2 I need to handle technical problems, such as the mistakes made by my colleagues and the claims of 

various contractors. These are the technical sources of stress. 

G1 As a project manager, I am often required to handle multi-tasks at the same time. I have to cooperate with 

the clients, employers, staff, colleagues, and so on, at the same time, while different parties expect 

different things on me... I have to handle multi-tasks in this work position. As resources are limited in the 

company, there is no draftsman. I am also responsible for the drawing works. Simultaneously, I have to 

take care of the clients, check the quality of the on-site work, and so on. 

M1 The technical requirements of this project are very high, on which there is a lack of expertise or 

researchers who are able to conduct the test for this project. There are many new design and technology 

involved in this project. We need to be confident in and persistent in our design and technical knowledge. 

2. Insufficient human resources 
M1 I need to work on my subordinates‟ tasks when there are not enough staffs to work on the urgent tasks. 

This caused me stress. 
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B) Task stressors identified by interviewees 
N1 It is very difficult to hire professionals with good experience because there is a few numbers of them and 

they will cost the company. Instead they used to depend on the younger generation (graduates) since they 

are not demanding. After their departure, we need to train the new colleagues to start work then they will 

leave if they found better chance 

G3 Participating in this project, lack of human resources is the major source of stress for me 

Quantitative work overload 

3. Multi-tasks 
N1 Dealing with the clients and contractors are stressful to me. Clients often request us to solve problems 

and deal with new assignments. The role and authority of consultant are essential. Contractors need our 

approval on their proposed work methods and materials before they can start their works. Therefore, they 

urge us for approval. On the other hand, one of my major tasks is building design. I would be stressed 

when I do not have experience in designing such types of building. 

R1 My workload has increased dramatically after I relocated. I can handle a project with the same project 

scale and human resources easily. It is because I only need to take care of my own work tasks. However, 

I need to carry the workload of 3 staff in this project. It is because the colleagues‟ abilities are very 

limited. There are 2-3 colleagues here in my office only; it is very hard for us to carry the heavy 

workload. On the other hand, we do not only need to take care of the daily operation of this current 

project, but also the tendering of another new project. 

M2 I am stressed when I have too much work to handle. 

Kh1 I need to handle many different tasks, like being the guides of the subordinates, taking care of the human 

resources issues in recruiting staffs, taking on the role of project surveyor in dealing with the clients, and 

so on. As the clients here like to meet the top management, we always need to „show our face‟ 

R2 My scope of work has increased in this project. To prevent complaints from clients, I need to 

convenience others‟ work by taking up more work roles. 

G1 I manage the overall project progress and quality. I visit the site once a week. Besides, I am also 

responsible for the contractual issues with the sub-contractors. I am also responsible to coordinate 

between the client, consultant, and the architects of this project. I need to explain the project details to 

them before they give any instructions to the subcontractors. In fact, these should be the duty of main 

contractor. However, I need to take on their role as well, as the main contractor is not capable in doing 

that. My workload focused on the macro-issues in the project. 

4. Urgent tasks 
Kh3 The work is very urgent all the time. The tasks assigned from my company are always come with tight 

deadline. 

G2 We often need to get approval from the stakeholders of this project. However, they are always very busy; 

we need to get prepared for meeting with them whenever they are available. It can be very urgent in that 

we might only receive notice one day before the meeting. . This is part of the Gaza Strip culture. 

G1 Meeting the tight project timeframe is the biggest stressor for me. Under tight timeframe, I am stressed to 

speed up the project progress and catch the deadline. 
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B) Task stressors identified by interviewees 
Kh2 Rushing for the project deadline is a major source of stress for me. The government department can 

suspend our project only because of some very minor problems. This caused me stress as it affects my 

project completion. 

N1 Time is also a main source of stress for us. Task timeframe is always tight and the project and 

construction systems here are all new to us. 

M2 Due to the tight deadline, I am often forced to do before thinking thoroughly, resulting in mistakes… I 

have to deal with a number of tiny tasks, such as replying emails, making phone calls, issuing drawings 

and letters, attending meetings, etc… The work task is huge in quantity and is always with limited time 

frame. 

R2 The project period of this project has been delayed. This caused me much stress, because there are many 

sub-contractors submitting VO to us now, which involves the amount of money. I believe that there are 

very much more VO to be coming. It is impossible to complete this job within the final revision period. 

This job is very demanding. 

5. Frequent overtime work 
G2 Due to my heavy workload, I need to work overtime for 2-3 times a week on average. 

M1 It is common to work overtime for nights and during weekends, because the l colleagues are not capable 

on the work tasks and also the heavy workload here. 

N2 Participating in this project, the work tasks that I need to handle. More time is needed for me to complete 

the tasks. Due to my family problem, I am not able to stay in office until too late. I can only leave office 

at 7:30pm every day. I can only work at home. I am stressed due to the heavy workload.  

Role Ambiguity 

6. Role ambiguity 
G1 It is difficult to distinguish the role between PM and client. As a PM, I only need to report to the client 

about the pros and cons of any decisions. However, we need to have overall considerations, including site 

progress, the business of the tenant shops, the quality, and so on. We actually act as the construction 

subsidiaries of the developer. We need to make professionals adjustment based on the on-site situations 

and business concerns. I need to take up responsibilities beyond my contractual role. 

G3 My role in this company is very vague. I treat this job as my own business which is financially supported 

by my boss. Therefore, I take care of everything; I don‟t know what I should or should not do indeed. 

R2 As the project time frame is always tight, it is hard to have a clear and even workload allocation before 

starting every task 

Kh3 Supervisors often give instruction to me without clear requirement or methods… In contractor firm, there 

is no clear system on allocating the responsibility of work task. If somebody „touches‟ something, that 

thing becomes his /her responsibilities. Besides, as the deadline of project is often tight, the unclear 

responsibility allocation would lead to chaos… Even though the job responsibility of individuals is 

clearly stated; it is difficult to put it into practice. 

Role conflict 

7. Role conflict 
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B) Task stressors identified by interviewees 
N1 My work stress mainly comes from my boss. My company adopts the central management method. 

However, the directors, and account managers are all in lack of working experience in. They do not 

understand the work, but they always consider themselves in the right. They tried to manage the staff by 

their method. This is a big problem. These created difficulties for me to coordinate the colleagues. I am 

positioned at a sandwich-like position, on which I need to satisfy my superior, while I also need to 

balance the psychological needs of the locals. 

 

C) Organizational stressors identified 

Organizational formalization 

1. Un-standardized work procedures 
G2 There are written guidelines about the certain procedures at work, however, it is impossible to follow it. 

Kh1 It is necessary to enforce a standard procedure at work. Recording and documentations are necessary for 

the management of different parties and people. When problems appear, it is important to find out the 

causes through records. However, when time is really tight, we are able to make a balance and conduct 

the work in parallel to the documentation approval process. As a client representative, we are able to 

adjust the procedural flexibly, if necessary. However, this flexibility can also lead us to stress. It is 

because we need to make final decision on the degree of flexibility grant to different situations. We 

would be stressed to be the decision makers. This stress would be happen if we all follow the procedures. 

G3 The specification, standards and procedures in the organization are loose and incomplete… 

Kh3 There is no strict work procedure to follow, neither law, here 

2. Emphasis on documentation 
Kh2 My company is a much formalized company. It emphasizes paper work. This is particularly true for 

managers. They are required to handle more internal work, which involves much paper work. Paper work 

for internal issue is even more than the external ones. 

R2 Theoretically, we need to prepare for many documents so as to protect ourselves in case of any problems 

arise in the future. The heavy documentation work caused me stress, though it is necessary. 

N1 My company is a much-formalized company, on which documentation is very much emphasized. This is 

quite stressful for my work. It is because there are many things that cannot be documented formally, 

particularly for the application of some certifications that must involve many benefits to and relationships 

with the governmental officers. 

M1 To protect my company, we need to prepare much black and white documents for the external 

communications with different parties. As the clients are very busy, we sometimes need to take risk in 

skipping some documentary process. 

Organizational centralization 

3. Hierarchy in authority 
Kh3 

 

I need to refer important issues to my director when I worked before. However, there is something that 

we need to make decision in the real time. The reporting and approval seeking process slow down the 

project progress. This does not only cause inconvenience to our work, but also cause us time stress at 

work. 
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C) Organizational stressors identified 
G3 My company is very centralized in authority. There are guidelines determining the authority of the 

employees in different tasks, such as scope of work, contract sum whom can approve, purchase order, 

and so on, depending on the position of the employees. I need to refer all matters, which exceed my 

authority to handle, to my boss. My company has long been very inflexible. This used to be very stressful 

for me. However, the situation has improved a little bit, after my promotion. My promotion has resulted 

in me having more authority in approving work, on which I do not need to report everything. 

G2 We handle and make decision on the work tasks by our own. Therefore, my company is not a centralized 

one. This caused me stress because I feel a lack of supports from my company. 

Kh2 The hierarchical concept between management level staff and operational staff is high… I am granted 

with lesser authority in payment issuing progress, contractual issues, and to control over subcontractor in 

the projects 

 

D) Physical stressors identified 

1. Inconvenient transportation system 
Kh1 I need to spend long hours to travel between my home and work. Although I do not live far away, the 

traffic jam is very serious as well. It is very stressful. 

N1 In fact, the transportation system is very bad. It sometimes affects my private life. 

G1 The traffic in always jams. I am anxious whenever I need to have any visit, like visiting some 

construction sites. 

G2 The transportation system is very bad. Traffic jam is very often due to too many vehicles in the city. This 

is a very serious problem. The transportation system is very inconvenient 

R2 There are many vehicles while the roads are narrow, leading to congested and crowded traffic all the 

time.  

M1 The transportation in is not that good. Due to the increase in population, increasing income of people, and 

the rapid development of the city, more and more people travel by their own vehicle. 

2. Pay differential 
Kh3 I believe that employees contribute less at work because of their low pay. They leave on time even their 

assignments are incomplete. This causes me stress. 

Kh2 The pay differential caused conflict. As I mentioned, my subordinates come to me for every minor 

points, because they think that I need to take more responsibilities, due to my higher salary. This 

certainly caused me stress. 

R1 As the salary of the employee is generally lower than ours, they are jealous of our high salary, criticize 

for our works, and are not willing to cooperate with us… 

N1 There are colleagues who jealous about my higher salary. And that they are not willing to contribute 

much at their work. Our high salary actually leads to their discrimination towards us. This, to certain 

extent, affects the cooperation between staff.  

3. Unsafe construction site environment 
R2 There are always nails and water on the ground on site. It is very dangerous. We have to be alert all the 

time 



Appendix IV  Personal interviews 

 

244  

 

D) Physical stressors identified 
M2 I worry about my personal safety at site every time when I visit. The safety on site is really very poor. 

There is no safety hat offered to me when I joined the site meetings. The materials are stored poorly on 

site. The floor board that I stepped on was not firmly fixed. I am afraid that I would fall down. 

 

Part II: Stress level identified by interviewees 

Manifestation of Stress identified 

Burnout 

1. Anxious 
N1 I seldom experience stress. Comparatively, I am more nervous during the handover stage of the 

construction project, as there will be many works to do that that stage. 

R1 I would be anxious under stress. I wanted to complete the tasks earlier. 

G1 For sure, I would be anxious if I am stressed by my unsatisfactory work performance. 

G2 I am anxious under stress. 

M2 I feel worried when I am under stress. 

2. Emotional exhaustion 
Kh3 I do not want to go to work in the morning when I am too stressed. 

3. Negative mood 
M2 The work stuff is too troublesome which affects my mood. 

G2 I feel sad and depressed. 

Physical / Physiological stress 

4. Sleep disorder 
N1 When I am stressed, I have many things to think about. This sometimes makes me sleep later. 

M2 I am not able to sleep under stress. I failed to let go of the problems, woke up, and started to brainstorm 

during the midnight. 

R1 I cannot sleep when I am stressed. 

R2 I sometimes have sleeping problems when I am stressed. 

N2 I failed to sleep at night because I keep on thinking the problems. 

Kh3 My sleep quality is poor when I am under stress. I am not able to fall asleep, as I keep on thinking of the 

problems 

Kh2 I do not sleep well when I have much of work to do and when I have unsolved problems. When I am 

sometimes too busy, I would be too excited to sleep at night. 

5. Stomach ache 
R2 When I am stressed, I have a stomachache. 

N2 There was a time I suffered from stomach problem, when I was extremely stressed. 

G3 During the first 2 years of my work, I suffered from ulcer of stomach, resulting from my tense work. 

6. Tiredness 
R2 I feel tired easier when I am under stress. When there is some problem leaving unsolved, I feel tired more 

easily. This may be a signal from my body telling me that I do not want to face the problem at that 

moment. 
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Manifestation of Stress identified 

G3 I feel tired when I am stressed. Therefore, I need to sleep 

7. Headaches 
Kh3 I sometimes suffer from headache when I am stressed. However, the weather or my other habit, like 

smoking, may also cause me headache 

N1 I always suffer from headache. Perhaps it is because I keep on thinking the problem when I am stressed. 

G2 For me, headache is the most obvious symptoms of stress 

8. Eating disorder 
Kh1 I failed to eat when I am under stress. There was a time that I do not want to eat breakfast. 

R2 I lost my appetite at lunch when I am stress. 

9. Musculoskeletal pain 
R1 I can feel stress physically by shoulder pain. 

M2 I have muscular problems on my neck. However, this may due to my inappropriate sitting posture. I may 

not be able to aware of my sitting posture, particularly when I was rushing on some urgent tasks. 

 

Part III: Coping behavior strategies identified by interviewees 

 

A) Problem-focused Coping Behaviors 

1. Planful problem solving 

G1 I keep on thinking about and analyzing the solution to deal with the problem directly to release my stress. 

I usually identify the cause first, then followed by listing out the various possible solutions, and choose 

the most suiTable one (i.e., planning). 

N1 When I suffering from stress, I need to step back and think of ways to solve the problems. This is very 

essential 

N2 Encountering work stress, I will force my subordinates to work faster. 

Kh1 I have to adjust my time and schedule better to get the work done… For me, I try to make a balance 

between my work and leisure time… 

R2 Comprehensive planning on the time and arrangement satisfying the various parties is essential in solving 

stress caused by technical work tasks. For the stress arisen from managing incorrigible staff, I learnt to 

dismiss them, instead of keep scolding them. This can not only eliminate the source of stress, but also set 

an example for the other colleagues. 

M1 Whenever I am stressed, I try to solve the problem as soon as possible... It is a must and necessary to 

solve the problem directly… I solve the problems directly and work faster on it. The stress can only be 

released directly after the problems are solved. 

2. Consulting experienced people 

R1 I relieve my stress by chatting with friends and colleagues. For problem-related stress, I discuss the 

problem with my friends. 

G2 I share my problems and views with my colleagues. I believe that I can be more creative and find an 

optimized solution after pouring out with my colleagues. 
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A) Problem-focused Coping Behaviors 

M2 I can consult the experienced colleagues and superiors for the problems. There is so many staff in my 

company; there must be someone appropriate for me to consult 

R2 Whenever I meet difficulties at work, I consult my superiors or other senior staff in the company. They 

are experienced and know more about the local situations… 

M1 I discuss with my colleagues when I am stressed by work problems. 

 

B) Emotion-focused Coping Behaviors 

Emotional support seeking 

3. Seeking emotional support from friend, colleagues, and family 
M2 I chat with my friends or colleagues when I am under stress. 

R1 I chat with my friends when I am stressed by personal events. I also MSN (i.e. an online communication 

tool which prevails worldwide) when I am stressed  

G1 I share the problems with my friends and family, even though they are not related to my work… 

G2 I like playing with my kids. It is very relaxing and happy. I also enjoy checking their homework. I also 

enjoy getting along with my family. 

N2 I chat with my friends when I am under stress. I can start over, after pouring out the unhappiness to them. 

M1 I chat with my wife and play with my kids to release my stress. I also chat with my friends. 

Escapism 

4. Putting the problem aside 
N1 If the problem is not urgent, I would put it aside and do other stuff first. 

G1 I try to put the stress aside, by working on other issues first. I let my stress go along with time. 

  

5. Avoiding phone call 
Kh1 I answer fewer phone calls when I am under stress. It is because I want to take a break and leave some 

personal space for myself to solve the stressful problem first. 

R2 I do not want to receive any phone calls whenever I am stressed and tense… 

G2 When I am stressed, I try not to receive any phone calls during non-office hour 

6. Staying alone 
R1 When I am under stress, I would sit still alone 

M2  I try to keep myself alone at home. 

Emotional discharge 

7. Surfing on the internet 
M2 I surf on the internet when I am under stress. 

M1 Surfing on internet and playing online games is a bit more effective than watching TV. It is because I can 

immerse myself into the game and forget about the problem. 

8. Blaming colleagues 
R2 I blame my colleague or sub-contractor staff when I am stressed, although I may not be doing so on 

purpose. 

Kh3 I sometimes scold my subordinates when I am really too stressed at work. 



Appendix IV  Personal interviews 

 

247  

 

B) Emotion-focused Coping Behaviors 
N2 I, sometimes, discharge my negative emotion by scolding other, like the subcontractors. 

M1 I used to scold my colleagues when I am stressed. However, I seldom do so now, unless the colleague has 

made some unforgivable mistakes. 

9. Smoking 
Kh3 I tend to smoke more when I suffer from stress. 

G3 I smoke more frequently when I am stressed. 

N2 I smoke to help releasing my negative feelings. 

10. Sleeping 
R1 Sleeping is one of the most important ways for me to relieve my stress. 

Kh1 Sleeping is a very good coping method. It is because I can forget the stressful problem after I wake up. 

M2 I sleep more when I am under stress. It is because taking rest can energize me to deal with the problem. 

N1 I feel tired when I am under stress. Therefore, I release my stress by sleeping. Sleeping quality is very 

important for me. This is one of the most important ways for me to release stress. 

Positive thinking 

11. Reappraisal of the problem positively 
Kh2 In order to prevent stress from affecting my interpersonal relationship with workgroup and family, I try 

to make myself think positively and openly to the problems. I try to treat the problems in an ordinary and 

tolerating way. 

N1 I would have a positive thought that the problems will be solved some day. I do not need to be too 

worried about it. 

Religious support 

12. Praying 
M2 I pray and can find support from God whenever I face difficulties 

R1 Praying is an extremely effective way for me to cope with my stress. 

 

Part IV: Job performance identified by interviewees 

Performance identified by interviewee 

Task performance 

1. Work effectiveness 
R2 When I encountered stress, I hope to solve the work problem earlier. This can result in higher 

effectiveness. 

G3 My work efficiency would be decreased by stress. 

R1 I work slowly and ineffectively when I am under stress. It is because I wasted time on getting mad about 

the working methods. However, I am able to understand their culture and know how to react to their 

different work culture now. 

G2 Affected by stress, I may focus on catching the deadline only, while neglecting the quality and accuracy 

of my tasks. Therefore, I need to pay more attention on it. 
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Performance identified by interviewee 

N1 Under stress, I complete the task impulsively and may have overlooked some details, which can affect 

the final outcomes. For instances, I may have missed some key statements when sending an important 

email. 

2. Decision-making 
N1 Suffering from stress, I become irriTable, which caused me to make decision quickly and without 

thorough considerations. The decision may not be the most comprehensive one. 

G1 I have a feeling that my judgment ability is weakened. 

Kh1 I believe that my decision making can be more straight forward and faster if I motivated by certain level 

of stress. Without stress, I would be stuck in the issues and slow in making decision. 

3. Work motivation 
R2 I treat stress as motivation. I like to overcome these challenges. 

G1 Stress also has its positive effects. We may work loosely without stress. Therefore, stress can also 

motivate us to work. 

N1 While on the other hand, stress can also be my motivation. 

N2 For me, a certain level of stress is good. It keeps me move on. Perhaps my stress level is not very high at 

this moment. 

G2 I work harder under stress. I try to put more effort to achieve a better performance when facing a stressful 

task. This may be because the stress level that I experienced is not so high that I can still manage it. On 

the other hand, I can get much satisfaction after overcoming the difficulties. 

4. Critical thinking 
N1 I cannot think of the problem critically and analyze it when I suffer from stress. 

M2 My mind is less clear when I am under stress. I may have confrontation towards the counterparts or the 

related parties. This limited some of the creativeness and options in solving the problems. 

M1 For me, I observed that stress affected my reaction and critical thinking. My reaction is slow and my 

critical thinking is weakened. 

G2 For me, stress affected my thinking. My systematic and logical thinking is affected. This also affected my 

work performance. 

5. Mistake making 
Kh2 Suffering from stress, I may neglect the problem that I need to solve. This may results in mistakes. 

Kh1 For sure, I make mistakes easier under stress. It is easier for me to make wrong decisions. 

R2 Under high workload, I need to take on more tasks in a tighter time frame. This makes me make mistakes 

more easily and frequently 

M2 My memory is poorer when I am under stress, as my mind would focus on the troubles, and forget other 

issues. As my concentration was put on the troubles, I may make mistakes or even ignore other issues. 

R1 It is easier for me to make mistakes under stress, particularly when my boss urged me to work in a very 

limited time. He blamed me after finding my mistakes. This, in turn, causes me stress in a vicious cycle. 

Interpersonal performance 

6. Poor workgroup relationship 
R1 When I am under stress, I detach myself from others. I do not want to talk to anyone. 
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Performance identified by interviewee 

Kh2 When I was under stress, I would scold my colleagues. Therefore, my colleagues were afraid of me. This 

affected my interpersonal relationship at work. They are very afraid of reporting work to me; it is because 

I can always pick out their mistakes. As my colleagues hided the problems because of their fears in 

reporting to me, this affects our workgroup cooperation and effectiveness as well. This is the reason why 

I am trying to control myself to be less irriTable. 

N2 In order to release my stress earlier, I deal with the stressful problem first, while neglecting the feelings 

of my subordinates. 

N1 Suffering from stress, I may communicate with other in a strong tone, which may affect our interpersonal 

relationship. 

M2 Suffering from stress, I do not want to talk to others and show my bad emotion on my face. It affects my 

relationships with others, as I fail to control my emotion and become bad temper. 

7. Poor personal relationship 
Kh3 I speak very quickly and unclearly when I am under stress. It is difficult for me to communicate with 

others 

N2 My stress also affects my family relationship. Suffering from work stress, I lose temper easily at home 

for some petty thing. 

N1 Suffering from high workload, I have lesser time to meet my friends. Under stress, I don‟t want to talk in 

my private time. I do not want others to bother me. However, I still need to communicate with my 

colleagues in the office. 

M1 Stress acts as a wall between others and me. For instance, when I am stressed, I seldom joke. 

Kh2 As I lost my temper easily whenever I am stressed, I know that my image among colleagues and 

subordinates is poor 

Organizational performance 

8. Withdrawal behaviors 
M1 I sometimes have the thought of leaving this company. I have just thought of it last night because my job 

is too stressful. 

G2 I have had thought of leaving this company. It is because the low pay here causes me financial and 

familial stress. However, I am still staying here because I am not willing to the changes. 

Kh3 I have thought of leaving this company due to the excessive stress. However, these thought only last for 1 

minutes and they were not real. 

G3 I doubt whether it is really worthwhile to work here even though the salary was high. I have a thought of 

leaving this company. 

R2 Whenever I am stressed at work, I have a feeling of failure. I sometimes think of leaving the company… 

My sense of belongingness to this organization will be affected when I am under stress. I will think of 

finding a new job (intention of leaving)… 
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 Ranking of attributes     Factor analysis- attribute extracted   

ID* Attributes %RII Rank  ID* Factor name 
Factor 

loading 

% 

Variance 

      Part II : Stressors   

      Personal stressors   

a1.2 I enjoy competition and feel I always have to win. 80.88 1   Factor 1: Personality- home-work conflict    

a1.3 

 

I am an achievement-oriented person. 80.44 2 
 

a1.8 I often feel that nothing matters in life besides 

my job. 

0.782 19.345 

a4.49 

 

I have to carry out the work in complicated work 

procedures. 

80.22 3 
 

a1.5 My devotion to work is usually in conflict with 

my devotion to family 

0.736  

a4.45 

 

I usually characterize my organization as very 

hierarchical in decision making. 

77.60 4 
 

a1.4 It is hard for me to focus on one activity for a 

long time (10 mins) 

0.710  

a4.55 

 

The financial incentives and allowances provided by 

my company are generous 

77.27 5 
 

a1.1 People sometimes say that I easily lose my 

temper 

0.705  

a2.25 

 

I work for long hours. 76.48 6 
 

a1.6 Family problems often concern me (e.g. trouble 

with children & marriage). 

0.653  

a2.24 I have a lot of responsibility in my job. 75.93 7   Factor 2: Relationship with others in work    

a2.23 I am often required to work on multi-tasks at the same 

time. 

73.37 8 
 

a1.11 My colleagues and I cooperate with team spirit 0.647 13.844 

a1.8 I often feel that nothing matters in life besides my job. 72.97 9  a1.9 I have a good relationship with my superiors 0.619  

a4.56 My company provides adequate support for my work 72.93 10  a1.3 I am an achievement-oriented person. -0.606  

a4.57 My company takes an interest in my career. 72.79 11 
 

a1.2 I enjoy competition and feel I always have to 

win. 

-0.573  

a2.18 The tasks I have to work on are often urgent and have 

tight deadlines. 

71.65 12 
 

a1.10 My subordinates are friendly 0.572  

a4.58 My company provides me with sTable career and 

promotion opportunities. 

71.54 13 
 

 Factor 3: Distrust    

a2.20 I have to put much effort into guiding my subordinates 

in their tasks. 

70.77 14 
 

a1.13 I do not have social contact with people at 

work. 

0.708 13.556 

a2.17 I frequently work overtime (evenings and weekends) 

to finish my work. 

70.77 15 
 

a1.14 I am not sure I have divided my time properly 

among task. 

0.706  

a2.22 There is constant pressure to work every minute, with 

little opportunity to relax. 

70.22 16 
 

a1.12 I always end up disagreeing with customers, 

co-workers, supervisor, or management 

0.678  

a2.19 The project problems I have to handle are often 

complicated. 

68.07 17 
 

a1.15 There often seems to be a lack of trust between 

me and my colleagues. 

0.673  

a4.51 I often have to consult other people before making a 

decision. 

67.65 18 
 

 Task stressors   

a2.26 I frequently find my job boring and repetitive 67.36 19   Factor 1: Work overload   
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 Ranking of attributes     Factor analysis- attribute extracted   

ID* Attributes %RII Rank  ID* Factor name 
Factor 

loading 

% 

Variance 

a2.23 I often meet with team members and do not have 

enough time to myself. 

67.14 20 
 

a2.24 I have a lot of responsibility in my job. 0.750 20.719 

a4.61 I can get feedback from my supervisor on how well I 

am doing. 

66.81 21 
 

a2.25 I work for long hours. 0.738  

a1.5 My devotion to work is usually in conflict with my 

devotion to family 

66.56 22 
 

a2.21 I am often required to work on multi-tasks at 

the same time. 

0.710  

a4.50 The organization has policies and procedures to 

adequately support employees. 

65.03 23 
 

a2.20 I have to put much effort into guiding my 

subordinates in their tasks. 

0.695  

a2.28 I feel my skills and abilities are not being used well. 63.85 24 
 

a2.22 There is constant pressure to work every 

minute, with little opportunity to relax. 

0.676  

a4.46 I am working in a politicized environment. 63.06 25 
 

a2.18 The tasks I have to work on are often urgent 

and have tight deadlines. 

0.662  

a1.1 People sometimes say that I easily lose my temper 62.84 26 
 

a2.23 I often meet with team members and do not 

have enough time to myself. 

0.615  

a4.52 An overabundance of rules and policies do not allow 

me the freedom to make my own decisions or use my 

own ideas. 

62.40 27 

 

a2.19 The project problems I have to handle are often 

complicated. 

0.576  

a1.6 Family problems often concern me (e.g. trouble with 

children & marriage). 

60.44 28 
 

a2.17 I frequently work overtime (evenings and 

weekends) to finish my work. 

0.536  

a2.27 I am given very limited authority. 59.89 29 
 

 Factor 2: Role stressors (conflict / 

ambiguity) 

  

a3.40 My job is dangerous 59.34 30 
 

a2.33 My job responsibilities are generally vague, 

unclear and inconsistent. 

0.856 15.297 

a4.60 I find the reward I get is relatively low when 

comparing with the effort I pay or external market. 

58.78 31 
 

a2.35 Explanations of what has to be done are often 

unclear 

0.837  

a1.4 It is hard for me to focus on one activity for a long 

time (10 mins) 

58.13 32 
 

a2.34 The organization goals and objectives are 

intangible and not clearly spelled out. 

0.823  

a2.30 I am often caught by conflicting demands between 

different parties. 

57.60 33 
 

a2.31 I often have difficulty deciding between high 

productivity and high quality. 

0.506  

a2.32 Things I do are often accepted by one person but not 

another. 

54.21 34 
 

a2.32 Things I do are often accepted by one person 

but not another. 

0.452  

a3.38 It sometimes gets too hot or cold in my 

office/workplace. 

53.44 35 
 

 Factor 3: Work under-load   

a4.47 The company that I am working in is a bureaucratic 

one. 

53.33 36 
 

a2.28 I feel my skills and abilities are not being used 

well. 

0.761 12.925 
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 Ranking of attributes     Factor analysis- attribute extracted   

ID* Attributes %RII Rank  ID* Factor name 
Factor 

loading 

% 

Variance 

a2.31 I often have difficulty deciding between high 

productivity and high quality. 

51.58 37 
 

a2.27 I am given very limited authority. 0.751  

a3.44 Home is far from my work and there is often traffic 

congestion. 

51.48 38 
 

a2.26 I frequently find my job boring and repetitive 0.705  

a4.59 I often feel unfair for the organization treatment. 50.82 39 
 

a2.30 I am often caught by conflicting demands 

between different parties. 

0.521  

a3.37 My office/workplace is abnormally noisy and 

crowded. 

45.57 40 
 

 Physical Stressors   

a1.12 I always end up disagreeing with customers, co-

workers, supervisor, or management 

44.07 41 
 

 Factor 1: Poor home / working environment   

a1.14 I am not sure I have divided my time properly among 

task. 

41.76 42 
 

a3.41 The lighting in office/workplace is not 

suiTable. 

0.764 37.770 

a1.10 My subordinates are friendly 40.66 43 
 

a3.37 My office/workplace is abnormally noisy and 

crowded. 

0.755  

a1.11 My colleagues and I cooperate with team spirit 40.44 44  a3.42 There is a lack of technology use in my work 0.746  

a1.13 I do not have social contact with people at work. 40.33 45 
 

a3.38 It sometimes gets too hot or cold in my 

office/workplace. 

0.678  

a3.41 The lighting in office/workplace is not suiTable. 38.14 46  a3.43 My home environment is not comforTable 0.558  

a3.42 There is a lack of technology use in my work 37.81 47  a3.39 There is an adequate work services. -0.456  

a2.35 Explanations of what has to be done are often unclear 36.94 48   Factor 2: Dangerous environment   

a1.15 There often seems to be a lack of trust between me and 

my colleagues. 

35.69 49 
 

a3.40 My job is dangerous 0.802 14.236 

a1.9 I have a good relationship with my superiors 34.03 50 
 

a3.44 Home is far from my work and there is often 

traffic congestion. 

0.532  

a2.33 My job responsibilities are generally vague, unclear 

and inconsistent. 

33.33 51 
 

 Organization Stressors   

a2.34 The organization goals and objectives are intangible 

and not clearly spelled out. 

32.79 52 
 

 Factor 1: Organizational policies, treatment 

& reward 

  

a3.43 My home environment is not comforTable 30.05 53  a4.57 My company takes an interest in my career. 0.924 27.074 

    
 

a4.56 My company provides adequate support for my 

work 

0.903  

    
 

a4.58 My company provides me with sTable career 

and promotion opportunities. 

0.886  

    
 

a4.55 The financial incentives and allowances 

provided by my company are generous 

0.750  
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 Ranking of attributes     Factor analysis- attribute extracted   

ID* Attributes %RII Rank  ID* Factor name 
Factor 

loading 

% 

Variance 

    
 

a4.59 I often feel unfair for the organization 

treatment. 

-0.724  

    

 

a4.60 I find the reward I get is relatively low when 

comparing with the effort I pay or external 

market. 

-0.547  

    
 

a4.50 The organization has policies and procedures to 

adequately support employees. 

0.461  

    
 

a4.49 I have to carry out the work in complicated 

work procedures. 

0.435  

      Factor 2: Autonomy   

    
 

a4.51 I often have to consult other people before 

making a decision. 

0.852 11.063 

    

 

a4.52 An overabundance of rules and policies do not 

allow me the freedom to make my own 

decisions or use my own ideas. 

0.802  

      Factor3: Organizational structure   

     a4.46 I am working in a politicized environment. 0.677 9.481 

    
 

a4.61 I can get feedback from my supervisor on how 

well I am doing. 

-0.547  

    
 

a4.47 The company that I am working in is a 

bureaucratic one. 

0.542  

    
 

a4.45 I usually characterize my organization as very 

hierarchical in decision-making. 

0.455  

         

      Part IV :  subjective stress level   

c1.3 I feel emotionally drained at the end of the work day 74.84 1   burnout   

c1.4 I am fatigued in the morning as I face another day on 

the job. 

70.93 2 
 

 Factor 1: Emotional exhaustion   

c1.1 I worry about work all the time. 69.62 3  c1.2 I feel unhappy and frustrated by my job. 0.792 19.460 

c1.5 Working with people directly  and every day causes 

too much stress 

64.92 4 
 

c1.4 I am fatigued in the morning as I face another 

day on the job. 

0.737  

c1.2 I feel unhappy and frustrated by my job. 62.08 5 
 

c1.3 I feel emotionally drained at the end of the 

work day. 

0.660  

c2.14 I often have headaches and migraines. 59.02 6  c1.1 I worry about work all the time. 0.603  

c2.19 I have back pain sometimes. 59.02 7 
 

c1.5 Working with people directly  and every day 

causes too much stress. 

0.593  
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 Ranking of attributes     Factor analysis- attribute extracted   

ID* Attributes %RII Rank  ID* Factor name 
Factor 

loading 

% 

Variance 

c1.9 I feel very energetic 54.54 8   Factor 2: Depersonalization   

c1.8 I can deal effectively with clients‟ problems 47.87 9 
 

c1.12 I feel more callous towards people since 

starting this job 

0.802 19.333 

c1.10 I have become less interested in my work since I 

started this job 

44.92 10 
 

c1.13 Clients blame me for their problems 0.745  

c2.15 I lose my appetite all the time when undertaking a 

time-limited project. 

42.40 11 
 

c1.11 I doubt the significance of my work. 0.739  

c1.11 I doubt the significance of my work. 40.00 12 
 

c1.10 I have become less interested in my work since 

I started this job 

0.688  

c1.13 Clients blame me for their problems 38.80 13   Factor3: Reduced personal achievement   

c1.6 At my work, I feel confident that I am effective at 

getting things done 

37.92 14 
 

c1.8 I can deal effectively with clients‟ problems 0.826 18.338 

c2.16 I suffer from sleep disorder. 37.81 15 
 

c1.7 I have accomplished many worthwhile things 

in this job. 

0.728  

c1.7 I have accomplished many worthwhile things in this 

job. 

36.37 16 
 

c1.6 At my work, I feel confident that I am effective 

at getting things done 

0.689  

c1.12 I feel more callous towards people since starting this 

job 

35.96 17 
 

c1.9 I feel very energetic 0.657  

c1.18 I have gastrointestinal disorders ( e.g., stomached, 

diarrhea, pain in abdomen, etc.) 

30.49 18 
 

    

c1.17 I have skin problems ( e.g., Skin irritations, psoriasis, 

rash, oily face, etc.). 

27.65 19 
 

    

         

      Part V : coping behavior strategies   

d1.7 I come out of the experience better than when I went in 84.15 1   Problem-focused coping behavior   

d1.4 I put extra attention on planning and scheduling rather 

than acting on impulse 

82.30 2 
 

 Factor 1: Planful and positive reappraisal 

problem solving 

  

d1.5 Whenever I am stressed, I try to solve the problem as 

soon as possible 

82.19 3 
 

d1.3 I deal directly and rationally with the problem. 0.759 25.277 

d1.6 I think about the event and learn from my mistake. 82.08 4 

 

d1.2 I come up with different solutions to the 

problems (e.g. time management, management 

skills enhancement, self compromise, etc.). 

0.719  

d1.3 I deal directly and rationally with the problem. 81.97 5 
 

d1.4 I put extra attention on planning and scheduling 

rather than acting on impulse 

0.710  
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 Ranking of attributes     Factor analysis- attribute extracted   

ID* Attributes %RII Rank  ID* Factor name 
Factor 

loading 

% 

Variance 

d1.1 I know what had to be done, so I double my efforts to 

make things work. 

81.20 6 

 

d1.8 I appraise the problem again and again to see 

whether there are any controllable variables, 

either about the personal or environmental 

problems 

0.648  

d1.2 I come up with different solutions to the problems (e.g. 

time management, management skills enhancement, 

self compromise, etc.). 

80.87 7 

 

d1.5 Whenever I am stressed, I try to solve the 

problem as soon as possible 

0.635  

d1.8 I appraise the problem again and again to see whether 

there are any controllable variables, either about the 

personal or environmental problems 

80.87 8 

 

d1.1 I know what had to be done, so I double my 

efforts to make things work. 

0.624  

d2.18 I take ultimate responsibility and blame myself if 

things go wrong. 

80.77 9 
 

d1.7 I come out of the experience better than when I 

went in 

0.567  

d2.17 I try to keep my feelings to myself and promise that 

things would be different next time. 

79.34 10 
 

d1.6 I think about the event and learn from my 

mistake. 

0.539  

d2.2. I keep others from knowing how bad things were. 76.50 11 
 

 Factor 2: Seeking social instrumental 

support 

  

d2.19 I wish that the situation would continue for a while and 

will be over. 

76.50 12 
 

d1.12 I talk to someone to find out more about the 

situation. 

0.878 22.291 

d2.15 I try to get emotional support from colleagues, friends, 

or relatives. 

73.55 13 

 

d1.13 I consult my boss, supervisor, friends or 

colleagues to ask for suggestions and ideas for 

my problems. 

0.857  

d1.12 I talk to someone to find out more about the situation. 72.24 14 

 

d1.14 If I failed to solve it on my own, I share the 

problem with those who are able to and have 

experienced it before 

0.839  

d2.16 I talk to someone about how I was feeling. 72.24 15 
 

d1.11 I talk to someone who could do something 

concrete about the problem. 

0.810  

d2.21 I go on as if nothing had happened and refuse to think 

about it too much. 

71.69 16 
 

 Factor3: Confrontive coping   

d1.11 I talk to someone who could do something concrete 

about the problem. 

71.48 17 
 

d1.9 I express anger to the person who caused the 

problem 

0.913 12.736 

d1.13 I consult my boss, supervisor, friends or colleagues to 

ask for suggestions and ideas for my problems. 

71.37 18 
 

d1.10 I try to get the person responsible to change his 

or her mind. 

0.839  

d1.14 If I failed to solve it on my own, I share the problem 

with those who are able to and have experienced it 

before 

70.82 19 

 

 Emotion-focused coping behavior   
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 Ranking of attributes     Factor analysis- attribute extracted   

ID* Attributes %RII Rank  ID* Factor name 
Factor 

loading 

% 

Variance 

d2.30 I try to lose myself for a while by smoking. 70.27 20 
 

 Factor 1: Accepting responsibility / Denial / 

Emotional discharge 

  

d2.22 I avoid phone calls during non-office hours to get rid 

of the problem. 

59.89 21 
 

d2.21 I go on as if nothing had happened and refuse 

to think about it too much. 

0.756 18.609 

d2.24 I escape from stress by thinking of relaxing and happy 

things, 

58.25 22 
 

d2.20 I keep others from knowing how bad things 

were. 

0.754  

d2.28 I try to make myself feel better by taking rest, going 

for a walk, doing exercise, reading, or listening to 

music. 

58.02 23 

 

d2.18 I take ultimate responsibility and blame myself 

if things go wrong. 

0.722  

d1.10 I try to get the person responsible to change his or her 

mind. 

57.16 24 
 

d2.17 I try to keep my feelings to myself and promise 

that things would be different next time. 

0.716  

d1.9 I express anger to the person who caused the problem 54.54 25 
 

d2.19 I wish that the situation would continue for a 

while and will be over. 

0.644  

d2.23 I refuse tasks assigned from others. 52.20 26  d2.26 I try to lose myself for a while by smoking. 0.429  

d2.29 I get upset and let my emotions out 51.80 27   Factor 2: Avoidance / Escapism   

d.32 I sometimes cry to let my emotion out 34.64 28 
 

d2.22 I avoid phone calls during non-office hours to 

get rid of the problem. 

0.821 14.041 

     d2.23 I refuse tasks assigned from others. 0.809  

    
 

d2.24 I escape from stress by thinking of relaxing and 

happy things, 

0.745  

     d2.29 I get upset and let my emotions out 0.498  

      Factor3: Seeking emotional support   

    
 

d2.15 I try to get emotional support from colleagues, 

friends, or relatives. 

0.728 12.017 

     d2.16 I talk to someone about how I was feeling. 0.699  

    

 

d2.28 I try to make myself feel better by taking rest, 

going for a walk, doing exercise, reading, or 

listening to music. 

0.622  

     d2.32 I sometimes cry to let my emotion out 0.419  

         

      Part VI: performance   

e2.10 Honesty in work 80.99 1   Factor 1: Interpersonal performance   

e1.3 Making right decisions. 79.01 2 
 

e2.7 The relationship between you and your 

colleagues. 

0.869 23.438 

e1.1 Effectiveness of  schedules and  plans to get things 

done on time 

78.79 3 
 

e2.9 Respect and trust for those we are working 

together with. 

0.863  
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 Ranking of attributes     Factor analysis- attribute extracted   

ID* Attributes %RII Rank  ID* Factor name 
Factor 

loading 

% 

Variance 

e3.11  To be proud to tell others that you are belong to this 

company. 

78.79 4 
 

e2.10 Honesty in work 0.829  

e2.8 I can get along with others at work well. 78.35 5  e2.8 I can get along with others at work well. 0.772  

e2.9 Respect and trust for those we are working together 

with. 

77.47 6 
 

 Factor 2: Task performance   

e1.2 Controlling the project sum within the budget. 77.47 7  e1.3 Making right decisions. 0.719 17.5 

e1.6 Good critical thinking for tasks. 77.47 8  e1.4 Meeting the clients‟ requirements easily. 0.677  

e2.7 The relationship between you and your colleagues. 77.03 9  e1.2 Controlling the project sum within the budget. 0.627  

e1.5 High work productivity. 75.93 10  e1.6 Good critical thinking for tasks. 0.619  

e1.5 Meeting the clients‟ requirements easily. 73.41 11  e1.5 High work productivity. 0.603  

e3.13  Having the intention to leave this company. 72.64 12  e1.1 Effectiveness of  schedules and  plans to get 

things done on time 

0.595  

e3.15 The difference between my values and the 

organization‟s value. 

69.56 13 
 

 Factor3: Organizational performance   

    
 

e3.13 I try to get emotional support from colleagues, 

friends, or relatives. 

0.814 13.392 

     e3.15 I talk to someone about how I was feeling. 0.736  

    

 

e3.11 I try to make myself feel better by taking rest, 

going for a walk, doing exercise, reading, or 

listening to music. 

0.569  

* Note: ID of attributes are matched with English questionnaire (see Appendix) 

 

 

 

 


