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A B S T R A C T
A creative and innovative workforce is a key determinant of the sustainability of the fashion
industry in a highly competitive market. Such characteristics have been linked to employees’
well-being. This study aimed at examining to what extent the employees’ boredom, stress, and
work performance levels in a medium-scale Muslim fashion Industry. We employed a crosssectional study design by administering a set of questionnaires consisting of Dutch Boredom
Scale; Depression, Anxiety, and Stress Scale; and Individual Work Performance in a total
sampling of 75 female workers. The association between key variables and demographic factors
was analyzed using non-parametric tests while the relationship between boredom, stress, and
work performance was analyzed using the regression. Less-educated employees reported more
stress and lower work performance while their boredom levels were similar, compared to their
counterparts. Job boredom and stress were higher among newly hired employees but no
significant difference in self-reported productivity between two job experience groups was
observed. There are also no differences in job boredom, stress, and work performance between
sales and non-sales groups. Our regression model shows that job boredom and stress were
significant predictors to work performance after controlling age, education, job experience, and
type of occupations. These findings support the importance of improving employees’ wellbeing for better individual performance which may, in turn, lead to any tangible organizational
outcomes. Regardless of the case study design, our study may provide insights for other
industrial sectors and beyond the context of small and medium enterprises.

INTRODUCTION
In the early 21st century, a rising number of Indonesian women
wearing veils or hijab has resulted in the rapid expansion of the
domestic Muslim fashion sector. Muslim-wear has developed
from a religious and cultural movement to a fashion-forward
trend and booming industry. Muslim clothing has developed into
a significant component of the national textile industry in a
relatively short period. In general, the fashion industry is the
second largest sub-sector of the creative industry in Indonesia
with around 72% of 1,109,000 companies engaged in this
business being small and medium enterprises (SME) [1]. The
market share for SMEs Muslim-wear manufacturers accounted
for nearly 30%, occupying 60% of the total market of Muslimwear [2]. Before the pandemic, textile and fashion industries
exhibit the fastest growing industries, reaching 18.98% while the
employment rate accounted for 2.08 %, in 2019 and declined to
1.81 in 2020 [3]. In the context of service science, the integration
of internal and external factors is critical to drive the fashion
industries forward and remain sustainable [4]. From an internal
perspective, a creative and innovative workforce is crucial to
business success. One of the most distinguishing qualities of
DOI: 10.25077/josi.v21.n1.p1-9.2022

fashion brands is an innovation which has been an important
component of the industry for decades [5]. Research shows high
innovativeness and creativity which generally occur at an
individual level, are fostered by high well-being and vice versa
[6,7].
On the other hand, despite the substantial contributions of the
Muslim-wear fashion industries to the Indonesian economy,
empirical research has more focused on economic outlook
[2,4,8,9] (e.g. customer behavior, marketing strategies, design
product) rather than occupational health perspective.
Occupational health scholars are interested in studying more
about the cause and implications of work-related well-being
[10,11], an interdisciplinary topic that spans medicine,
psychology, engineering, and management. Both experimental
studies [12] and real-world evidence [13] have demonstrated that
investing in higher employee wellbeing resulted in increased
employee productivity and, eventually, any tangible benefits such
as customer loyalty, business unit profitability, and staff turnover.
Daniels [14] proposed a more comprehensive approach of workrelated affective well-being that covers five dimension on the
circumplex model; namely: anxiety-comfort, depressionpleasure, bored-enthusiastic, tiredness-vigor, and angry-placid. In
Attribution-NonCommercial 4.0 International. Some rights reserved
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this perspective, studying stress and boredom then allows us to
study how the combination of stressful and motivating job
characteristics may result in varying levels of well-being and
work performance. Nevertheless, studies on the relationship
between employees’ well-being and individual productivity are
scarce.
The term “stress” was originally described as “the body nonspecific response of the body to any demand of change” [15]
which can be either beneficial (eustress) or negative (distress).
Stress will be considered to have a detrimental effect in the
context of this study and will be addressed within the framework
of the workplace (i.e., occupational stress). Occupational stress
refers to the adverse physical and emotional responses that occur
when a worker's job requirements or demands exceeds his or her
capabilities and resources [16]. Occupational stress (hence
referred to as "stress") is a significant health hazard in the modern
workplace, accounting for a significant proportion of physical and
psychological sickness, substance misuse, and family problems
among millions of blue- and white-collar workers. An employee
with higher level of stress is likely to experience increased
negative emotions including depression, anger, and anxiety.
Stress related to one’s job has also been linked to decreased
productivity, increased absenteeism, and higher risky behaviors
on and off the job [17]. Meanwhile, the distinctive characteristic
of the fashion industry has put its employees into high-stress
levels [18]. Due to the highly dynamic environment of this
industry, employees need to continuously update with the latest
trends and field experiences, which resulted in mental and
physical exhaustion. However, there is a low investment in
workers’ mental health [19].
In addition to stress, recent studies have demonstrated that
boredom has been linked to a greater risk of negative emotional
symptoms, and adverse performance outcomes [17,18].
According to Mikulas and Vodanovich [20], job boredom refers
to an uncomfortable condition of relatively low arousal and
dissatisfaction caused by an insufficiently exciting work
environment. Lack of engagement, low or high arousal negative
emotion, and trouble focusing attention are all symptoms of
boredom [21]. At work, boredom-prone individuals may present
problems in employment contexts. It is inevitable that workers
experience occasional job boredom which is commonly harmless.
However, a frequent occurrence may hamper their well-being and
productivity [22]. Scholars have found that boredom has a clear
association with significant health problems [22-24]. Boredom
proneness has also been associated with increasing negative
emotional symptoms and behaviors such as anxiety, depression,
substance abuse, and eating disorders [20,25]. At the workplace,
boredom may be manifested in negative impacts on work
performance. Job boredom was first studied in certain jobs
requiring vigilance or repetition with low external stimulation
such as found among drivers, assembly workers, government
clerks, repetitive press-operators, and long-haul truck drivers
[26]. Since automation has become more prevalent across various
work environments, boredom is expected to become a major
issue. While boredom in safety-critical work domains is of clear
concern, it is also prevalent in more benign work environments
(e.g., fashion industry), frequently with such adverse
consequences as absenteeism, turnover, and poor retention.
Boredom is now widely considered to be a permanent fixture in
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many companies, not solely determined by certain tasks and
employee status [22,27]. Furthermore, prior research has mostly
dealt with the psychological and behavioral consequences of job
boredom, such as organizational commitment, job satisfaction,
and turnover intention, rather than its effect on individual
productivity [22,28]. Despite its important effects on both
individual and organizational-related outcomes, job boredom
remains an under-researched area of employee ill-being,
particularly in Indonesia. Most boredom studies in Indonesia have
focused on the intervention to reduce boredom [29–31]. For
example, Susihono and Kulsum [29] have redesigned agricultural
tools using a participatory ergonomics approach, Ramadhani [30]
provided music to cigarette factory workers, and Maulina [31]
introduced job crafting to mitigate work-related boredom among
service employees. Less attention was paid to investigating the
consequences of boredom on productivity, particularly in the
fashion industry.
Meanwhile, individual work role performance is the most critical
variable in organizational productivity, driving the entire
economy [32]. Traditionally, industrial or organizational
psychologists have assumed that work performance is mostly
related to selection, placement, and training. Later, it is broadly
defined as employees’ activities that contribute to the
achievement of organizational goals. Individual work
performance can be operationalized in various ways, from broad
descriptions of behaviors (e.g., demonstrating effort, diligence,
and adaptability) to more detailed ones (e.g., written and oral
communications, attendance, adherence to rules). To deal with
different assessment purposes yet produce meaningful
performance information, scholars have developed a self-report
measure that encompasses at least the major dimensions of work
performance, thereby avoiding the difficulties associated with the
concurrent use of various performance scales [32,33].

Figure 1. Proposed Model on the Relationship between
Boredom, Stress, and Work Performance.
(Dash line represent an association between demographic factors and
measured variables. Solid lines represent the direct relationship in the
regression model)

Summarizing the aforementioned issues, it seems interesting to
study to what extent boredom and stress influence self-report
work performance. This study, to the best of our knowledge, is
among the first studies that examine to what extent boredom and
stress affect work performance in an Indonesian Muslim Fashion
company. Therefore, the study aims to answer the following
research questions, as illustrated in Figure 1.
1. RQ1. To what extent do the workers perceive boredom,
stress, and work performance?
DOI: 10.25077/josi.v21.n1.p1-9.2022
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2.

RQ2. Are there differences in demographic factors:
(age, level of education level, job tenure, and type of
occupation) with respect to job boredom, stress, and
work performance?
RQ3. Do boredom and stress influence self-reported
work performance?

Measures
Demographic Factors

METHOD

The demographic factors evaluated in this study consisted of age
education, job tenure (working experience), and type of
occupation. We divided the age and education factors into two
categories while working experience into three categories. We
classified the type of occupation as sales and non-sales since
salespeople constitute the majority of workers in this company.
Besides, salespeople are expected to have more distress than other
types of occupations because they are always given clearer
targets/goals and work in a highly competitive working
environment [18,35].

Population and Participants

Dutch Boredom Scale (DUBS)

Due to the time and resource constraints, we employed a case
study method in Pasmira, a medium-sized Muslim fashion
industry. This company has been established in 2006 and had a
total of 97 employees, categorized as a medium enterprise [34].
Because there was a very large difference proportion of male
(15.5%) and female workers (84.5%) that may lead to sampling
bias, our target population was then directed to a homogenous
sample, only female workers. Given its relatively small
population, a survey questionnaire was sent to all female
employees with consent from the top management and the
individual participant. Out of 78 copies distributed, 75 completed
copies were returned, yielding a response rate of 96%. Since the
online or digital marketing division has been established less than
a year before the data collection, we also included employees
whose length of employment was more than six months (i.e.,
newly hired employees). Figure 2 displays the flowchart of the
study method and data analysis.

The Dutch Boredom Scale (DUBS), developed by Reijseger [36],
has been used to examine job boredom. The items have been
adapted from previously general boredom scales. The scale
covers affective, cognitive, and behavioral manifestations of
boredom at the workplace (e.g., “At work, time goes by very
slowly”). Instead of evaluating antecedent job features, each
question in the DUBS aimed to exhibit the experience and
manifestation of work boredom itself. Participants were asked to
respond to eight questions on a seven-point Likert scale ranging
from 0 (never) to 6 (very often) with total scores ranging from 0
to 48. This measure has been widely used as a boredom measure
in Indonesia [37] and had an internal consistency of 0.76 in this
study.

3.

It is expected that knowledge gained from this study will add to
better understanding the role of employees’ well-being in work
performance which in turn may be of benefit for the
organizational outcomes

Figure 2. Flow-chart of the Study Method and Data Analysis
DOI: 10.25077/josi.v21.n1.p1-9.2022

Depression, Anxiety, and Stress Scale
The Depression, Anxiety, and Stress Scale 42 (DASS-42) was
used to evaluate the amount of stress. The scale was developed to
distinguish and measure the three clinically important negative
emotional symptoms of depression, anxiety, and stress [38]. Each
subscale consists of 14 items that measure the severity of
depression, anxiety, and stress symptoms over the previous week,
respectively. The depression sub-scale assesses dysphoria, low
self-esteem, hopelessness, devaluation of life, self-deprecation,
lack of interest or involvement, anhedonia, and inertia. The
anxiety sub-scale measures autonomic arousal, skeletal muscle
effects, situational anxiety, and subjective experience of anxiety
and panic. The stress evaluates restlessness, nervous arousal,
being easily upset, agitation, irritability or over-reactive, and
impatience. The questionnaire should not be considered a
diagnosis tool, but rather a screening tool that allows researchers
to assess levels of all three emotional states at the same time.
Response options ranged from 0 (did not apply to me at all) to 3
(applied to me very much, or most of the time). Scores for each
sub-scale are calculated by summing the scores for the relevant
items. The higher the total score for each subscale, the more
serious the condition associated with those emotional syndromes.
For the majority of research purposes, it is preferable to use
DASS scores rather than attempting to categorize subjects as
"normal" vs "clinical" or "high" vs "low" [38]. However, for
clinical purposes, a set of cut-off scores has been devised for each
scale to assist in characterizing the degree of severity in relation
to the population. Table 1 displays the general guidelines of the
DASS categorical score based on the severity of each sub-scale.
The DASS-42 has been validated and has good psychometric
properties in assessing mental health in the Indonesian population
Sutarto and Izzah
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[39,40]. In our study, Cronbach’s α values for the total DASS,
depression, anxiety, and stress current study were 0.87, 0.75,
0.78, and 0.76, respectively.
Table 1. Categorization of the Depression, Anxiety, and Stress
Scale (DASS) based on Cut-Off Scores of Each Subscale [38]
Category
Normal
Mild
Moderate
Severe
Extremely Severe

Scale
Depression
0-9
10 - 13
14 - 20
21 - 27
28

Anxiety
0-7
8-9
10 -14
15 - 19
20 +

Stress
0 - 14
15 - 18
19 - 25
26 - 33
34 +

Individual Work Performance
The Individual Work Performance Questionnaire (IWPQ) was
used to measure workers’ productivity that comprises of three
main dimensions [33]. The first dimension, task performance, is
defined as the individual’s proficiency and ability to complete the
job core tasks that contribute to the manufacturing of a product or
the delivery of a service. Task performance can be indicated by
employees’ work quantity and quality, job skills, and job
knowledge [32,41]. The second dimension is a contextual
performance that refers to employees’ behavior that helps the
organization achieve its goals through improving the social and
psychological environment. It encompasses tasks that go beyond
job responsibilities, such as enthusiasm, initiative, proactivity,
and teamwork. The counterproductive work behavior (CWB) is
the third component of individual work performance, described
as behavior that undermines the organization's well-being. CWB
includes behaviors such as absenteeism, presenteeism (showing
up when sick), being late for work, participating in off-task
conduct, theft, sabotage, and substance abuse while on the job.
The IWPQ gauges individual productivity on behavior rather than
results because behavior is multidimensional and connected with
organizational goals [32]. The task performance scale consisted
of five items (e.g.: “I was able to carry out my work efficiently”),
the contextual performance of eight items (e.g.: “I took on extra
responsibilities”), and the CWB of five items (e.g.: “I talked to
colleagues about the negative aspects of my work”). Participants
rated the total 18 items on a five-point Likert scale from 0 =
seldom to 4 = always for the task and contextual performance
dimension and 0 = never to 4 = often for the dimension of CWB.
The mean score of each scale is calculated by summing the item
scores and dividing the total by the number of items on the scale.
The overall score is calculated using the formula: task
performance + contextual performance + (4 – CWB), ranging
from 0 (low) to 12 (high). The IWPQ has been widely used in
diverse working populations across countries [42,43]. It has also
been validated in Bahasa Indonesia and had good psychometric
properties [40,44]. The scale had an internal consistency of
Cronbach Alpha 0.85 in this study.
Statistical Analysis
Descriptive statistics were used to provide basic information
about demographic characteristics and outcome variables.
Because all key variables (boredom, stress, and work
performance) were measured on an ordinal scale, we also
reported the median and interquartile (IQR). The normality
assumption of data was assessed using Kolmogorov Smirnov
tests before performing further statistical analysis. Since all of the
4
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variables showed significant p-values (<0.05), indicating nonnormality, the inferential statistical analysis was conducted using
non-parametric tests. To evaluate to which extent the differences
in boredom, stress, and productivity levels between age,
education degree, type of occupation, and working experience
categories, the Mann-Whitney or Kruskal Wallis tests were used,
depending on the number of categories applied. The regression
analysis was employed to determine the influencing factors of
individual work performance, as exhibited in Equation 1. We
checked the assumptions of multiple linear regression before
performing the regression analysis: the linear relationship,
normality of residuals, homoscedasticity, auto-correlation, and
multicollinearity. The bivariate relationship between all key
variables was assessed with Spearman rank correlation because
of the data's non-normal distribution and ordinal nature [45]. Data
analysis was performed using SPSS 23 for Windows (IBM) at
0.05 of the significance level.
𝑌 = 𝛽0 + 𝛽1 𝑋1 + 𝛽2 𝑋2 + 𝛽3 𝑋3 + 𝛽1 𝑋4 + 𝛽5 𝑋5 + 𝛽6 𝑋6 + 𝛽7 𝑋7 + ε
(1)

Where:
Y

0
1, …, 7
X1
X2
X3
X4
X5
X6
X7



= work performance (IWPQ scores)
= intercept
= regression coefficient for each
independent/predictor variable
= age (baseline: 18-25 years old)
= education (baseline: < high school)
= job experience (baseline: 6 months – 1 year vs 1 – 5
years)
= job experience (baseline: 6 months – 1 year vs > 5
years)
= type occupation (baseline: sales)
= job boredom (DUBS scores)
= stress (DASS scores)
= residual

RESULTS AND DISCUSSION
Results from the descriptive statistics and the differences in all
outcome variables between demographic factors are displayed in
Table 2. The majority of employees had age 18-25 years (64%,
attained high school education (84%), worked less than five years
(37.3%), and served as salespeople (55.7%).
In general, all employees showed relatively low job boredom
(Mean=12.95.63), less distress (Mean=21.111.25), and good
work performance (Mean=8.2 1.55). These findings implied that
the workload assigned to Pasmira workers might have not been a
source of psychological strain and boredom. Currently, boredom
at work was commonly found not only in jobs with highly
automated tasks but also in transportation and storage,
manufacturing, arts, entertainment, and recreation jobs [46]. It
seems that most jobs carried out in Pasmira did not involve lacked
challenges, repetitive tasks, and high automated supervisory
control. Although Pasmira sells their fashion brands, they relied
on separate contractors to produce most of their garments to the
company’s specifications. They focused on both wholesale and
retail, selling clothes from various brands and manufacturers
which explained why salespeople account for 66.7% of the type
of occupation. Salespeople were categorized as pink-collar
DOI: 10.25077/josi.v21.n1.p1-9.2022
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workers, member of the working class who performs in the
service industry (retail/hospitality/administration) [47]. Research
examining job boredom in pink-collar works still resulted in
inconclusive findings which suggest further investigation
[22,28,48,49]. Meanwhile, the majority of respondents reported
normal to mild levels of depression, anxiety, and stress. It is
plausible that stressful working condition stress was not an
important issue which was in parallel with a fairly self-reported
individual productivity.
Table 2. Descriptive Statistics of Socio-demographic
Characteristics of Respondents (n=75) and Measured Variables
Variable
Age

Category

Frequency (%)

18 - 25

48 (64%)

> 25 yrs

27 (36%)

High School

63 (84%)

> High School

12 (16%)

< 5 yrs

28 (37.3%)

5 – 10 yrs

21 (2.0%)

10-20 yrs

26 (34.7%)

Sales

50 (66.7%)

Non Sales

25 (33.3%)

Table 3. Association between all Demographic and Outcome
Variables
Var. Category
Boredom
DASS
IWP
Mean
Mean
Mean
(SD)
(SD)
(SD)
Age 18-25 y.o
12.8
22.2
8.3
(5.90)
(12.12)
(1.40)
> 25 y.o
13.2
18.9
8.0
(4.98)
(9.33)
(1.80)
Edu High
13.2
22.6**
8.0*
School
(5.14)
(11.40)
(1.53)

Exp

> High
School
6 mo - 1 yr
1-5 yrs

Education

Job Experience

Type of occupation
Boredom (Mean  SD)

12.9 (5.56)

Total DASS scores (Mean  SD)

21.1 (11.250)

Depression (Mean  SD)

4.05 (3.55)

Depression (Median, IQR)

3 (5)

Anxiety (Mean  SD)

7.6 (4.76)

Anxiety (Median, IQR)

7 (5)

Stress (Mean  SD)

9.4 (4.93)

Stress (Median, IQR)

9 (5)

Total IWPQ scores (Mean  SD)

8.2 (1.55)

Task Performance (Mean  SD)

2.5 (0.78)

Contextual Performance (Mean  SD)

2.1 (0.856)

Counterproductive Behavior (Mean  SD)

0.42(0.41)

With respect to the association between demographic factors and
outcome variables, the Mann-Whitney statistics analysis showed
that employees having higher education degrees reported
significantly worse mental health than those who attained high
school degrees (see Table 3). This finding is in accordance with
previously large-scale surveys that documented associations
between lower education and higher levels of work stress in
European countries [50] and Iran [51]. Less-educated workers
may encounter more stress due to a lack of skills to cope with
stress. Education was also positively correlated with work
performance which supports the results of Kahya [52] who
studied among employees of a medium-sized metal company.
Moreover, the similar level of boredom between the two groups
is in line with a prior study which showed neither high nor low
education workers experience more job boredom in Finnish
workplaces [46].
DOI: 10.25077/josi.v21.n1.p1-9.2022

> 5 yrs
Occ

Sales
Non Sales

11.2
(7.40)
14.2*
(5.46)
14.4
(5.69)
10.3
(4.72)
13.3
(5.76)
12.1
(5.12)

13.25
(6.25)
25.1*
(11.68)
21.1
(19.0)
16.8
(9.42)
22.8
(11.81)
17.8
(9.40)

9.0
(1.42)
8.3
(1.30)
7.8
(1.63)
8.4
(1.73)
8.1
(1.49)
8.3
(1.68)

Note: Var=Variable, Edu=education, Exp=Job Experience, Occ=Type of
Occupation. SD=Standard deviation. *Significance at p <0.05** Significant at
p <0.01

With respect to the job experience factor, employees who worked
less than a year experienced the highest boredom and distress
levels as compared to those who worked longer although all
working experience groups perceived similar levels of work
performance. These suggested that newly hired employees might
still adapt to their new working conditions. A qualitative study
has identified some stressors experienced by newly hired
employees in a Malaysian private sector encompassed the nature
of the job, task-related stressors, and unsupportive environment
[53]. A survey among newly recruited workers in many US
industries also revealed such problems will lead to high turnover,
as well as the loss of training, productivity, and effective work
networks [54].
There are no significant differences in boredom, negative
emotional symptoms of stress, and work performance between
age (p=0.80; 0.46; 0.47) and type of occupation groups (p=0.39;
0.11; 0.77), respectively. These findings were contradictive to
Fisherl [55] who argued that individual characteristics such as age
and type of occupation have an impact on how much boredom
people experience. However, Harju [22] has highlighted that in a
modern-day work environment, job boredom affects a wide range
of industrial sectors and employees, implying that it is not entirely
driven by the type of work. Moreover, our result was also
inconsistent with a large survey among 11,468 Finnish workers
which found job boredom decreased with age [46]. Nevertheless,
the prior study covered a wide range of groups (20 to < 56 years)
while the age range of participants in our study is narrower, about
18 to 44 years old with a mean of 24.7 (standard deviation 5.61),
which provides a plausible explanation for the insignificant effect
of age on all measured variables. Besides, a previous study also
showed that the proportion of employees in different age groups
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has little impact on establishment productivity in various sectors
including manufacturing, services, and metal production [56].
Concerning the association between occupational groups and
stress, we found that salespeople experienced higher stress
(Mean=22.811.8) than non-sales employees (Mean=17.89.4).
Although this value did not statistically significant, which might
be due to our small sample size, this tendency is aligned with prior
studies [18,35] who found that salespeople were continually
assessed by their sales results in comparison to other employees
[18].

controlling demographical control variables. All demographic
factors did not have a significant effect on work performance.
Although our findings indicate the possibility of a reciprocal
relationship between boredom and stress as well as the mediator
role of stress in explaining work performance, lack of statistics
power – due to our small sample size – hinders us from further
investigation.

Moreover, and work performance, prior studies showed
inconclusive findings, although ambulance drivers, social
workers, customer service professionals, and prison and police
officers are among the professions that are deemed to be more
emotionally demanding and stressful than others [57]. It is also
unclear whether the type of industry (fashion) with highly
dynamic, or the organization behavior itself which is more likely
to foster a relatively good performance to explain our findings. A
study conducted in Malaysia revealed that salespeople in retail
industries reported high-stress levels but their productivity
remains high [35]. It seems that salespeople are aware of their
dynamic competitive job natures that set clear targets/goals.
Further studies are needed to compare with other industries and
heterogeneous populations as well as to explore the phenomenon
more thoroughly.
Regression
Before performing regression analysis, multicollinearity tests for
all variables were assessed. The correlation coefficients between
all measured variables showed no very high values
(0.001<|r|<0.45). The Variance Inflation Factors (VIF) ranged
from 1.17 to 1.46 which were lower than the critical value of 10,
indicating no serious multicollinearity was detected. A value of
Durbin Watson 2.01 indicates there is no autocorrelation detected
in our sample. The graphical observation of the residuals showed
that the normality and homoscedasticity assumptions were met
(see Figure 3).
Table 4 displays the Spearman rank correlation between all key
study variables, implying a medium relationship between
boredom, stress, and work performance in negative directions
[45]. Our regression model was significant (F=4.04, p<0.001, adj
R2=0.23) and underpinned the above bivariate correlation
findings, indicating that boredom and stress levels were
significant determinants to employees’ work performance (see
Table 5). This result is consistent with prior studies which showed
that boredom and stress negatively influenced work performance
[23,46]. Boredom and stress levels, two indicators of workrelated well-being [14] have been linked to the workers
happiness/productivity [11].
Interestingly, after controlling all demographic factors, education
was no longer influencing work performance although their
association analysis (see Table 2) revealed that employees with
high school degrees performed lower productivity than their
counterparts. This might be explained that education and stress,
jointly explained work performance since the relationship
between both variables was also significant as shown in Table 2.
The use of regression could demonstrate the unique effects of
boredom and stress in revealing work performance after
6
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Figure 3. Graphical Observation of Normality of Residuals
(above) Homoscedasticity (below)
Table 4. Correlation between all Measured Variables
Work
Boredom
Stress
Performance
Boredom
Stress
Work
Performance
*

1
0.48**

1

-0.37*

-0.41**

Note: Significant at p <0.01,

1

**p<0.001

Another interesting finding was that our final model resulted in a
relatively low R2 value (0.23). This implies that additional
variables may contribute to the explanation of job performance.
However, in social sciences, it is impossible to include all
relevant determinants to fully explain an outcome variable, which
may lead to a lower R2 value. We focused on establishing a unique
contribution of boredom and stress which has not been
investigated previously in either fashion or medium industries.
Thus, a low value of R2 does not always imply a negligible effect.
Nonetheless, further research would benefit from a more
extensive model in which other factors, such as employment
DOI: 10.25077/josi.v21.n1.p1-9.2022
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conditions, quality of life, personal traits (e.g., self-discipline,
motivation) are assessed.
Table 5. Multiple Regression Analysis with Boredom and Stress
to Predict Work Performance (Controlled for Age, Education
Level, Job Tenure, and Type of Occupation)
Variables



SE

Age (0: 18-25 years)

-0.11

Education
(0: < High School)
Experienceǂ (1 – 5 yrs)
Experience (> 5 yrs)
Type of occupation
(0: Sales)
Boredom
Stress

CI 95%

Notwithstanding these limitations, the current findings provide
both theoretical and practical implications. Our study expands the
knowledge of the role of boredom and stress in influencing
individual work performance in the context of small and medium
enterprises' fashion industry in a developing country. Our study
offers insights for managers and human resource practitioners to
promote employees’ well-being by affecting employees’
psychological and emotional which in turn may influence the
organizational outcomes.

LL

UL

0.36

-1.04

0.39

0.13

0.46

-1.45

0.17

-0.19

0.41

-1.47

0.16

-0.20

0.41

-0.39

1.46

The authors would like to thank Pasmira for the support of this
research and to all respondents for their voluntary participation.

-0.01

0.37

-0.76

.704
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