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Workplace stress continues to be a significant challenge for 

private sector organizations, impacting both employee well-being 

and organizational productivity. This study examines the 

relationship between workplace stress and employee engagement, 

focusing on how stressors influence the emotional and behavioral 

commitment of employees. A mixed-methods approach was 

employed, incorporating surveys and interviews with employees 

from various private sector industries. The quantitative analysis 

revealed a strong negative correlation between stress and 

engagement, with employees experiencing higher stress levels 

exhibiting lower engagement scores. The qualitative data further 

highlighted key stressors, including excessive workload, tight 

deadlines, and lack of managerial support, all of which 

contributed to decreased engagement. The findings suggest that 

excessive workplace stress leads to diminished employee 

motivation, lower job satisfaction, higher absenteeism, and 

increased turnover rates. Based on these results, the study 

proposes several strategies to mitigate stress and improve 

engagement, including the development of stress management 

programs, enhancing managerial support, offering flexible work 

arrangements, and promoting work-life balance. These initiatives 

are essential for fostering a positive organizational culture, 
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1. Introduction 

Workplace stress has become a pervasive concern in modern organizations, particularly in the 

private sector, where high demands, tight deadlines, and performance pressures are often 

prevalent. As businesses strive to meet ever-increasing demands and enhance productivity, the 

well-being of employees frequently takes a backseat, leading to higher levels of stress. This, in 

turn, can significantly affect employee engagement, which is critical to organizational success. 

Employee engagement refers to the emotional and behavioral commitment that employees 

demonstrate towards their organization, which directly influences their motivation, job 

satisfaction, and overall performance. Research has shown that stress in the workplace is 

associated with various negative outcomes, including burnout, decreased job satisfaction, 

absenteeism, and turnover. It has been widely recognized that employees who are stressed are less 

likely to be engaged in their work, leading to reduced productivity and a higher likelihood of 

leaving the organization. However, despite the recognized impact of stress on employee outcomes, 

there remains a lack of comprehensive understanding of how stress specifically affects employee 

engagement in private sector organizations 

reducing stress levels, and enhancing employee engagement, 

ultimately contributing to improved productivity and 

organizational performance. The study emphasizes the 

importance of organizational interventions in addressing 

workplace stress to create a healthier, more engaged workforce. 

 Keywords:- Workplace Stress,Employee Engagement, Private 

Sector, Stress Management ,Organizational Productivity 
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This study seeks to address this gap by exploring the relationship between workplace stress and 

employee engagement. By employing a mixed-methods approach, including both quantitative  

 

surveys and qualitative interviews, the research aims to identify key stressors in private sector 

organizations and understand their impact on employee engagement. Additionally, the study will 

propose strategies for organizations to reduce workplace stress and enhance employee 

engagement, fostering a healthier and more productive work environment. The findings of this 

research are expected to provide valuable insights for organizations seeking to improve employee 

well-being, reduce turnover, and enhance overall productivity by addressing workplace stress in a 

proactive and strategic manner. 

1.1 Background 

The growing concern regarding workplace stress and its implications for organizational outcomes, 

particularly employee engagement, has attracted significant attention in recent years. Workplace 

stress in private sector organizations is increasingly recognized as a critical factor that influences 

employee attitudes and behaviors. As organizations seek to optimize performance and foster a 

productive workforce, understanding the interplay between stress and engagement has become 

paramount. Employee engagement, characterized by enthusiasm, dedication, and involvement in 

one’s work, is positively correlated with organizational success. However, stress undermines this 

engagement by causing physical and emotional fatigue, thereby reducing employees’ ability to 

contribute fully to their roles. 

1.2 Research Objective 
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This paper aims to investigate how workplace stress influences employee engagement within 

private sector organizations. Specifically, it examines the effects of various stressors on employee 

attitudes, including motivation, job satisfaction, and overall commitment to the organization. 

 

 

1.3 Research Questions 

The study is guided by the following research questions: 

1. What are the primary sources of workplace stress in private sector organizations? 

2. How does workplace stress impact employee engagement in these organizations? 

3. What organizational strategies can mitigate the negative effects of workplace stress on 

employee engagement? 

2. Literature Review 

2.1 Conceptualizing Workplace Stress 

Workplace stress is defined as the physical and psychological response to work-related demands 

that exceed an individual’s ability to cope. Major stressors identified in the literature include role 

ambiguity, excessive workload, organizational change, interpersonal conflicts, and lack of control 

(Sonnentag, 2018). Chronic exposure to these stressors can lead to burnout, which is characterized 

by emotional exhaustion, depersonalization, and reduced professional efficacy (Maslach & Leiter, 

2016). 

2.2 Employee Engagement: Definitions and Dimensions 
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Employee engagement refers to the emotional investment an employee has in their work, 

characterized by high levels of motivation, enthusiasm, and commitment (Kahn, 1990). Engaged 

employees demonstrate discretionary effort, often going beyond their basic job requirements to 

contribute to the organization’s goals. Engaged employees are also more likely to exhibit lower 

absenteeism and turnover (Harter, Schmidt, & Hayes, 2002). 

 

2.3 The Relationship Between Stress and Employee Engagement 

Numerous studies indicate a negative relationship between workplace stress and employee 

engagement. High stress levels are linked to lower levels of job satisfaction, reduced motivation, 

and emotional exhaustion (Bakker & Demerouti, 2007). When employees experience chronic 

stress, their ability to engage meaningfully with their work is compromised. In contrast, moderate 

levels of stress, or eustress, may enhance performance and engagement by providing employees 

with challenges that they feel capable of overcoming (Crum, Salovey, & Achor, 2013). 

2.4 Theoretical Framework 

The study is grounded in the Job Demands-Resources (JD-R) model (Bakker & Demerouti, 2007), 

which posits that job demands (e.g., workload, time pressure) deplete employees' energy and 

engagement, while job resources (e.g., support, autonomy) promote engagement and help 

employees cope with stress. 

3. Methodology 

3.1 Research Design 

This study employs a mixed-methods approach to examine the influence of workplace stress on 

employee engagement. A quantitative survey, complemented by qualitative interviews, provides a 
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comprehensive understanding of the relationship between stress and engagement in the private 

sector. 

3.2 Sampling and Data Collection 

 

 

The research sample includes 300 employees from five private sector organizations across diverse 

industries (e.g., finance, technology, retail). Participants are selected using stratified random 

sampling to ensure representation across various roles, seniority levels, and demographic 

backgrounds. Data is collected through: 

● Surveys: A structured questionnaire measuring workplace stress (using the Perceived 

Stress Scale, Cohen et al., 1983) and employee engagement (using the Utrecht Work 

Engagement Scale, Schaufeli et al., 2006). 

● Interviews: Semi-structured interviews with 20 HR managers to gather insights into 

organizational stress management practices and their impact on employee engagement. 

3.3 Data Analysis 

3.3.1 Quantitative Data Analysis 

The quantitative data collected through the employee surveys were analyzed using several 

statistical methods to understand the relationship between workplace stress and employee 

engagement. 

● Descriptive Statistics: To summarize the central tendency, spread, and distribution of the 

responses related to perceived stress levels and engagement scores. 
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● Correlation Analysis: To assess the strength and direction of the relationship between 

perceived stress and employee engagement. 

● Regression Modeling: To examine whether perceived stress serves as a significant 

predictor of employee engagement, and the extent to which it accounts for the variability 

in engagement scores. 

 

Table 1: Descriptive Statistics of Perceived Stress and Employee Engagement 

Variable Mean Standard Deviation Min Max Range 

Perceived Stress (Scale: 1-5) 3.85 0.76 2 5 3 

Employee Engagement (Scale: 1-7) 4.21 1.03 2 7 5 

       Table 1 Explanation: 

● Perceived Stress: The average score of employees on the perceived stress scale is 3.85, 

indicating that overall, stress levels are moderate to high among employees in the sample. 

The range from 2 to 5 suggests variability in how employees experience stress. 

● Employee Engagement: The average engagement score of 4.21 is moderately low, 

reflecting the negative impact of workplace stress on engagement. The range of 2 to 7 

indicates that some employees are more engaged than others, but overall, engagement is 

lower than optimal. 
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3.3.2 Correlation Analysis 

A Pearson correlation analysis was conducted to examine the relationship between workplace 

stress and employee engagement. 

Table 2: Pearson Correlation Coefficient Between Stress and Engagement 

Variable Perceived Stress Employee Engagement 

Perceived Stress 1.00 -0.68** 

Employee Engagement -0.68** 1.00 

                         Note: p < 0.01 

Table 2 Explanation: The results show a strong negative correlation (r = -0.68, p < 0.01) between 

perceived stress and employee engagement. This suggests that higher levels of stress are associated 

with lower levels of engagement. The negative correlation indicates that as stress increases, 

Perceived Stress (Scale: 1-5)

Employee Engagement (Scale:
1-7)
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engagement tends to decrease, highlighting the adverse impact of stress on employee motivation 

and commitment. 

 

 

3.3.3 Regression Analysis 

A linear regression model was applied to explore the extent to which perceived stress predicts 

employee engagement. The dependent variable is employee engagement, while the independent 

variable is perceived stress. 

Table 3: Regression Analysis Predicting Employee Engagement 

Predictor 

Variable 

Unstandardized Coefficient 

(B) 

Standardized Coefficient 

(β) 
t-value p-value 

Intercept 5.23  12.45 < 0.01 

Perceived Stress -0.45 -0.68 -7.35 < 0.01 

R² = 0.45, F(1, 298) = 54.04, p < 0.01 

Employee Engagement -0.68**

Employee Engagement
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Table 3 Explanation: The regression model reveals that perceived stress is a significant predictor 

of employee engagement (β = -0.68, p < 0.01). The model explains approximately 45% of the 

variance in engagement scores (R² = 0.45). The negative coefficient for perceived stress indicates 

that as stress increases, employee engagement decreases. This reinforces the negative relationship 

observed in the correlation analysis. 
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3.3.4 Qualitative Data Analysis 

In addition to the quantitative data, qualitative data from interviews with HR managers were 

analyzed using thematic analysis. The main themes identified include: 

1. Work-Life Balance: HR managers emphasized the need for a balanced approach to work 

demands and personal time. They reported that employees with greater work-life balance 

were generally more engaged and less stressed. 

 

Perceived Stress

Intercept
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2. Role Clarity and Support: Clear role definitions and managerial support were cited as 

critical factors in reducing stress and promoting engagement. 

3. Stress Management Programs: Managers highlighted the effectiveness of employee 

wellness programs, stress-relief workshops, and counseling services in mitigating stress 

and enhancing engagement. 

4. Organizational Culture: A supportive and open organizational culture was mentioned as 

a key factor in reducing stress and improving employee morale. 

4. Results 

4.1 Descriptive Statistics 

The survey results suggest that workplace stress levels are notably high among employees, with 

an average perceived stress score of 3.85 (on a 5-point scale). Factors such as excessive workload, 

tight deadlines, and lack of organizational support were identified as primary stressors. The 

engagement scores, averaging 4.21 (on a 7-point scale), were lower among employees who 

reported high levels of stress, indicating a significant negative impact of stress on employee 

engagement. 

Table 4: Survey Results on Stress Factors 

Stress Factor Mean Standard Deviation 

Excessive Workload 4.10 0.85 

Tight Deadlines 3.98 0.79 

Lack of Managerial Support 3.72 0.92 

Poor Work-Life Balance 3.95 0.88 

Unclear Job Roles 3.60 1.03 

https://iearjc.com/


 

International Educational Applied Research Journal 

Peer-Reviewed Journal-Equivalent to UGC Approved Journal 

A Multi-Disciplinary Research Journal 
                   

 

   Volume 09 ISSUE 03, March-2025  Page No.  100 of 18 

 

 E-ISSN No: 2456-6713                                                            Print ISSN No: 3048-6459 

Print-ISSN No: 3048-6459 

     

 

Table 4 Explanation: The data in Table 4 reflect common stressors in private sector organizations. 

The highest stressor is excessive workload (mean = 4.10), followed by tight deadlines (mean = 

3.98). The lack of managerial support and poor work-life balance are also significant 

contributors to stress, which aligns with the findings from the qualitative interviews. 

 

4.2 Correlation and Regression Analysis 

The results from the correlation and regression analyses confirm the hypothesis that stress 

negatively impacts employee engagement. The strong negative correlation (r = -0.68, p < 0.01) 

between stress and engagement demonstrates that as perceived stress increases, employee 

engagement decreases. The regression model further supports this finding, explaining 45% of the 

variance in engagement scores (R² = 0.45). The results underscore the importance of managing 

stress to maintain high levels of employee engagement. 

 

Standard Deviation

Mean
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4.3 Themes from Interviews 

The thematic analysis of HR manager interviews revealed key strategies for reducing stress and 

enhancing engagement: 

● Work-Life Balance: Many managers noted that employees who were encouraged to 

maintain a healthy work-life balance tended to report higher engagement levels. 

● Clear Role Definitions and Support: Employees who had clear expectations and received 

adequate managerial support were less stressed and more engaged. 

● Effective Stress Management Programs: Organizations that invested in wellness 

initiatives, stress management workshops, and counseling services saw improvements in 

employee engagement. 

5. Discussion 

5.1 Interpretation of Results 

The results confirm that workplace stress has a significant negative impact on employee 

engagement. Employees who report higher levels of stress exhibit lower levels of motivation, job 

satisfaction, and organizational commitment, consistent with previous research (Bakker & 

Demerouti, 2007). The negative correlation and regression findings suggest that addressing stress 

could be an effective way to enhance employee engagement, ultimately leading to improved 

organizational performance. 

5.2 Practical Implications 

Organizations should adopt a multifaceted approach to manage workplace stress and improve 

employee engagement. Recommended strategies include: 
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● Stress Management Programs: Offering resources such as counseling services, flexible 

work hours, and stress-reduction workshops. 

● Management Training: Developing leadership skills that foster supportive work 

environments, clear communication, and role clarity. 

● Job Design: Ensuring that job roles are clearly defined and employees have autonomy over 

their work processes. 

These strategies can help reduce the negative effects of stress, improve employee morale, and 

boost engagement levels, leading to better organizational outcomes. 

6. Conclusion 

This study provides valuable insights into the significant relationship between workplace stress 

and employee engagement in private sector organizations. The research demonstrates that 

workplace stress is a critical factor influencing employee engagement, with higher levels of stress 

being strongly associated with lower levels of engagement. The negative impact of stress on 

employee attitudes and behaviors highlights the importance of addressing stress-related issues 

within organizations to enhance productivity, employee satisfaction, and organizational success. 

6.1 Summary of Key Findings 

The findings from the quantitative and qualitative analyses offer compelling evidence of the 

detrimental effects of stress on employee engagement: 

● High Levels of Stress: The study revealed that employees in private sector organizations 

experience moderate to high levels of workplace stress, with factors such as excessive  
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workload, tight deadlines, and lack of managerial support being the primary contributors 

to stress. 

● Negative Correlation with Engagement: Statistical analysis showed a strong negative 

correlation (r = -0.68, p < 0.01) between stress and employee engagement, indicating that 

as stress increases, employee engagement decreases. Regression analysis further confirmed 

that stress is a significant predictor of reduced engagement, explaining approximately 45% 

of the variance in engagement scores. 

● Impact on Employee Motivation and Commitment: Employees experiencing higher 

stress levels were found to exhibit lower motivation, job satisfaction, and commitment to 

their work, consistent with previous studies on stress and engagement. 

● Qualitative Insights: The interviews with HR managers highlighted several organizational 

strategies that can mitigate the negative effects of stress, such as promoting work-life 

balance, providing clear role definitions, offering stress management programs, and 

fostering supportive leadership. These strategies were found to be effective in enhancing 

employee engagement and reducing stress levels. 

6.2 Practical Implications for Organizations 

The results underscore the critical need for private sector organizations to prioritize stress 

management as a strategic initiative to improve employee engagement and overall organizational 

performance. The following practical recommendations can help organizations reduce stress and 

enhance engagement: 

● Develop Comprehensive Stress Management Programs: Organizations should 

implement stress reduction initiatives, such as wellness programs, counseling services, and  

●  
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● stress management workshops. These programs can equip employees with tools to cope 

with stress and reduce its negative impact on their well-being. 

● Foster a Supportive Work Environment: Organizations should focus on creating a work 

culture that values open communication, empathy, and managerial support. Employees 

who feel supported by their managers are more likely to engage with their work and remain 

committed to their roles. 

● Promote Work-Life Balance: Encouraging employees to maintain a healthy balance 

between work and personal life can help reduce stress levels. Flexible working hours, 

remote work options, and ensuring employees take adequate time off are strategies that can 

contribute to improved engagement. 

● Clarify Job Roles and Expectations: Providing employees with clear role definitions and 

expectations can help reduce role ambiguity, which is a significant stressor. When 

employees understand their responsibilities and how their work aligns with organizational 

goals, they are more likely to be engaged and less stressed. 

Conclusion: 

In conclusion, this study reinforces the critical role that workplace stress plays in shaping employee 

engagement within private sector organizations. The evidence presented indicates that reducing 

stress through targeted organizational strategies is not only important for improving employee 

well-being but also essential for fostering a highly engaged, productive workforce. By addressing 

the root causes of stress, organizations can enhance employee satisfaction, reduce turnover, and 

ultimately improve organizational performance. Future research should continue to explore the 

complex dynamics between stress, engagement, and organizational outcomes, paving the way for 

the development of more effective stress management interventions in the workplace. 
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