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Characteristics of the JSI 

 

The JSI was developed to provide a tool to measure relative levels and sources of stress in the 

workplace. The JSI is empirically based, normed, and lends itself to a variety of workplace applications. It 

can be used in a broad spectrum of organizations (e.g., manufacturing, service, and research and 

development) and for a wide range of job levels (production workers, supervision, clerical workers, 

managers, etc.). 

JSI Scales 

The JSI was constructed to measure both generic and specific stressors, and in particular, work-

related areas. The JSI measures nine sources of occupational stress identified by one or more of its nine 

scales. Examples of organizational stressors that can be identified via the JSI include concerns for safety, 

uncertainty about job permanence or working conditions, problems with management style or 

organizational structure, work overload, and lack of skills and abilities of coworkers. The JSI, which 

consists of fifty-seven items, comprise nine scales in addition to a tenth summary scale. A description of 

the scales can be found in the following table. 
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Summary of JSI Dimensions 

 
 

 
Dimension 

 

 
Description 

 
1.  Physical Demands and  Danger Measures extent to which workers experience conditions on the job 

involving risk of illness, disease, or injury to self or others. Identifies 
presence of working conditions considered uncomfortable,                                                                             
dangerous, or unpleasant.  
                                                     

2.  Uncertainty                                                 
 

Measures extent to which workers are unclear about goals, 
expectations, priorities, performance, recognition, evaluations, and 
overall results of their efforts.     
                                                                     

3.  Lack of Interpersonal Skills of 
Supervisor    

Measures extent to which workers perceive their supervisors as not 
caring for people, standing up for them, being critical, inconsiderate, or 
treating them like a child.  
 

4.  Lack of Interpersonal Skills of 
Others 

Measures extent to which workers experiences of conflict, lack of 
cooperation, difficult relationships, lack of consideration                                                                          
from coworkers as well as conflict with others such as clients, the public, 
contractors, etc.   
   

5.  Time Pressure                                            
 

Measures worker’s perceptions of having too much work to do in a 
restricted time frame, with limited resources, inappropriate due dates, 
and interruptions. 
 

6.  Lack of Competence of Supervisor           Measures the extent to which a supervisor is perceived to lack 
awareness, decision-making abilities, occupational competencies, and 
effectiveness.  
 

7.  Lack of Competence of Others                  
 

Measures an worker’s experiences of having to do other’s work, and/or 
working alongside others who waste time, have inadequate occupational 
competencies, technical knowledge, and resulting poor performance. 
 

8.  Lack of Control       
 

Measures extent to which a worker has a perception of lacking say 
about how to perform tasks, set goals, participate in establishing new 
policies, give recommendations, and be sought out by supervisor for 
opinions. 
 

9.  Red Tape      
                                                  

Measures worker’s experiences of having to deal with excessive 
amounts of paperwork, too many rules and regulations, forms, approvals 
needed, and levels of the organization to consult with, namely 
“bureaucratic red tape.”                                 
                                         

10. Overall Stress     
 

An overall measure of combined stress levels as a means to measure 
experienced overall stress for the individual, group, or the organization 
itself. 
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Psychometric Properties of the JSI 

Test Reliability 

Internal consistency, or the extent to which the same characteristics are measured, was 

assessed using Cronbach’s Alpha.  The following table provides the coefficient alphas for the ten JSI 

scales.  These results demonstrate that the scales are reliably measuring their intended constructs. 

  

 

Scale 

 

Courthouse Employees 

 

Heterogeneous Workers 

 

1.  Uncertainty 

 

.84 

 

.87 

2.  Lack of Control .77 .82 

3.  Lack of Competence of Supervisor .86 .87 

4.  Lack of Interpersonal Skills of  Supervisor .80 .77 

5.  Lack of Competence of Others .81 .81 

6.  Lack of Interpersonal Skills of Others .75 .83 

7.  Red Tape .80 .80 

8.  Time Pressure .89 .89 

9.  Physical Demands and Danger .79 .82 

10. Overall Stress .93 .95 

Note: Cronbach’s Alpha. Courthouse Employees n=152; Heterogeneous Workers n=118 
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Test Validity 

Correlations Among JSI Scales.  The internal-scale correlations of the JSI are shown in the 

following table. They were examined as a primary measure of agreement among conceptually matched 

scales.  The mean correlation was r=.53.  Correlations above .50 were found between those scales that 

were conceptually more similar, which represented similar dimensions.  Likewise, scales not conceptually 

related were less correlated.  Lack of Competence was predicted to correlate highly with Lack of 

Interpersonal Skills for both supervisor and others, as both would tend to be present simultaneously 

within the same job context.  Lack of Control and Uncertainty would theoretically have high correlations 

as well, as they tend to be present together, shown through previous factor analysis of items.  Red Tape 

was predicted to correlate highly with Time Pressure as well as Control, and Uncertainty with all other 

scales.   

As predicted, most scales that represented similar dimensions had high correlations.  For example, Lack 

of Competence of Supervisor correlated highly with Lack of Interpersonal Skills of Supervisor (r=.65).  In 

addition, Lack of Competence of Supervisor correlated highly with Control (r=.55) and Uncertainty (r=.56), 

two employee perceptions involving clear knowledge of expectations and goals, as well as a sense of 

autonomy in the workplace.  These dimensions can clearly be linked to a supervisor’s competence in 

communicative as well as supervisory abilities.  Lack of Interpersonal Skills of Others correlated very 

highly with Lack of Competence of Others (r=.60).  The level of interpersonal abilities of others in the 

working environment may affect their level of both their level of perceived competence and the general 

awareness of one’s roles and expectations (certainty/uncertainty).  Uncertainty correlated highly with all 

other scales except Physical Demands and Danger and Red Tape.  Red Tape correlated moderately with 

Lack of Control (r=.40) and Lack of Interpersonal Skills of Supervisor (r=.24).  Time Pressure and Red 

Tape represented similar constructs through their correlations (r=.43), as predicted.  Low correlations may 

be observed among scales with no clear conceptual matches, such as Physical Demands and Danger 

with the remaining eight scales.  All nine scales correlated highly as expected with the Overall Stress 

scale, a combined measure of the 57 items comprising the individual scales. 
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Scale Correlations of the JSI 

 (1) (2) (3) (4) (5) (6) (7) (8) (9) 

 
Lack of Competence of 
Others  (1) 
 

         

Lack of Competence of   
Supervisor   (2) 

.34**         

Lack of Interpersonal 
Skills of Others  (3) 

.60** .26**        

Lack of  Interpersonal 
Skills of Supervisor (4) 
 

.29** .65** .28**       

Lack of Control  (5) 
 

         .35** .55** .29** .62**      

Physical Demands and 
Danger  (6) 
 

         .28** .27* .30** .32** .33**     

Red Tape  (7) 
 

.25** .27** .17** .24** .40** .18**    

Time Pressure  (8) 
 

.27** .21** .22** .16** .20** .15** .43**   

Uncertainty (9) 
 

.34** .56** .25** .55** .70** .28** .41** .26**  

Overall Stress  (10) 
 

         .60**          .67**      .51**        .65**        .74**         .41**         .61**         .60**        .72** 

       *p<.05. **p<.01 (n= 7089) 

 

Correlational Studies with Other Measures 

The Occupational Stress Inventory – Revised (OSI-R) (Osipow, 1998) (selected scales), the 

Maslach Burnout Inventory (Maslach, 1996), and the Coping Checklist (McLean, 1976) were administered 

together with the JSI to examine the relationship between the JSI scales and the other established 

measures.  The sample for this study (n=116; 72 female, 44 male) consisted of a diverse group of 

employees in 10 occupational classes, ranging from professional executives and managers to skilled 

craftsmen and laborers in western Pennsylvania.  The level of education of the respondents ranged from 

high school diploma to a postgraduate degree.  Tenure in the organization as well as general job tenure 

ranged from less than a year to over 10 years.   

Correlations with the OSI-R.  To further examine the validity of the JSI, the JSI  scales were 

correlated with stress “indicator scales” from the Occupational Roles Questionnaire (ORQ) of the OSI-R; 

Role Overload, Role Ambiguity, Role Boundary, and Physical Environment.  In addition, the Psychological 
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Strain scale, treated as an “outcome” variable, as well as the Social Support scale, correlated to indicate 

a “mediating” relationship to stressful perceptions, were both selected and utilized to contribute to JSI 

validation data.  Because of the length of the OSI-R scales, they could not all be included in the 

questionnaire. 

Specific relational hypotheses and resulting correlations between specific JSI and OSI-R stress 

“indicator” scales and results are as follows:   

§ JSI Time Pressure/OSI-R Role Overload (r=.739, n=113, p<.01) 

§ JSI Uncertainty/OSI-R Role Ambiguity (r=.626, n=115, p<.05) 

§ JSI Uncertainty/OSI-R Role Boundary (r=.670, n=116, p<.01) 

§ JSI Interpersonal Skills of Supervisor/OSI-R Role Boundary (r=620, n=116, p<.01) 

§ JSI Interpersonal Skills of Others/OSI-R Role Boundary (r=.485, n=116, p<.01) 

§ JSI Physical Demands and Danger/OSI-R Physical Environment (r=.616, n=116, p<.01)  

These correlations indicate a significant relationship between conceptually similar scales, 

providing further validation for the ability of the JSI to detect perceptions of stress in the workplace.  

Additionally, a general trend of positive correlations between JSI “indicator” scales and the OSI-R 

“outcome” scale Psychological Strain was expected and observed.  The correlations are not significantly 

different from each other (t tests of the significance of the difference between two correlation coefficients 

for correlated samples, Ferguson (1966), p. 189, were preformed) therefore one can conclude that the 

JSI scales mentioned above predict OSI-R Psychological Strain as well as the OSI-R scales.  The 

correlations are moderate; other variables besides the occupational “stress” measures used in this study 

would probably increase the prediction of Psychological Strain.  However, an increase in the predictability 

of Psychological Strain is found when all nine of the JSI scales are regressed on it  (r=.393, p<.05, 

n=116).   

Finally, the “moderating” Social Support scale of the OSI-R was observed to correlate significantly 

with the JSI scales, as the presence of social support would likely  

tend to decrease a worker’s perceptions of stress.  These results are presented in the following table. 
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Scale Correlations Between the OSI-R and the JSI 

 Role 
Overload 

Role 
Ambiguity 

Role 
Boundary 

Physical 
Environment 

Psychological 
Strain 

Social 
Support 

JSI Scales        

 
Time Pressure 

 
.74** 

 
.12 

 
.36** 

 
.14 

 
.08 

 
.02 

 
Uncertainty 

 
.45** 

 
.63** 

 
.67** 

 
.21* 

 
.30** 

 
-.21* 

 
Interpersonal 
Skills of Supervisor 

 
.36** 

 
.55** 

 
.62** 

 
.30** 

 
.23* 

 
-.25* 

 
Physical  
Demands and Danger 

 
.05 

 
.23* 

 
.27** 

 
.62** 

 
.11 

 
-.31** 

 
Competence of Others 

 
.32** 

 
.37** 

 
.50** 

 
.24** 

 
.26** 

 
-.28** 

 
Competence Of 
Supervisor 

 
.36** 

 
.44** 

 
.57** 

 
.28** 

 
.11 

 
-.22* 

 
Control 

 
.43** 

 
.51** 

 
.60** 

 
.28** 

 
.28** 

 
-.21* 

 
Interpersonal Skills of 
Others 

 
.38** 

 
.35** 

 
.49** 

 
.22* 

 
.22* 

 
-.25* 

 
Red Tape 

 
.50** 

 
.30** 

 
.43** 

 
.22* 

 
.20* 

 
-.20* 

 
Overall Stress 
 

 
.60** 

 
.51** 

 
.67** 

 
.37** 

 
.26** 

 
-.26* 

Note: n=116,*p<..05. **p<..01 
 

Correlations with the Maslach Burnout Inventory.  If the JSI measures sources of  

occupational stress, it should be related to burnout, another “outcome” measure.  The Maslach Burnout 

Scale has three sub-scales:  Cynicism, Exhaustion, and Efficacy.  Cynicism is conceptualized as 

indifference or a distant attitude toward work.  The items refer to the work itself and not to personal 

relationships at work (Maslach, 1996, p. 21).  The Exhaustion scale items refer to fatigue, but do not 

make direct reference to people as sources of those feelings.  The Efficacy scale items refer to personal 

accomplishments and explicitly assess an individual’s expectations of continued effectiveness at work.  

Burnout is generally defined as high scores on Cynicism and Exhaustion and low scores on Efficacy.  

Therefore, if the JSI is a predictor of burnout, the JSI scales should be significantly positively related to 

Cynicism and Exhaustion and not related to or negatively related to Efficacy.  This general pattern of 

relationships can be seen in the following table.   
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JSI Scale Correlations with Maslach’s Burnout Scales – Cynicism, Efficacy, and Exhaustion 
 

 
 

In terms of the Maslach Burnout scales, the above table shows the positive, significant 

relationships between the Job Stress Inventory scales and the Maslach Cynicism and Exhaustion scales.  

Uncertainty, Lack of Interpersonal Skills of Supervisor, and Overall Stress seem to be the best predictors 

of Cynicism; and Overall Stress of Exhaustion.  However, when all nine JSI scales are regressed on 

Cynicism a multiple r of .527 (p<.01, n=116) is obtained and a multiple r of .434 (p<.01, n=116) is 

obtained when the JSI scales are regressed on Exhaustion.  These results indicate that the JSI scales 

are related to predicted outcomes of stress such as cynicism and exhaustion, and burnout in general. 

 

Norms and Interpretation of the JSI 

The dual function of the JSI as both a specific and general stress measure increases its 

usefulness at the individual, group, and organizational levels.  Individual stress levels may be compared 

relative to other employees in similar jobs, with similar experience.  Groups level stress scores may be 

compared to evaluate relative stress in various work groups.  Organizational stress levels may be 

evaluated to determine the effectiveness of stress management programs.  In addition, individuals can be 

 
JSI Scales 

 
Maslach Cynicism 

 
Maslach Efficacy 

 
Maslach Exhaustion 

 
Lack of Competence of Others 

 
.37* p=.000 n=115 

 
-.18 p=.059 n=115 

 
.26*p=.004 n=116 

 
Lack of Competence of Supervisor 

 
.35* p=.000 n=115 

 
-.20* p=.035 n=115 

 
.26* p=.005 n=116 

 
Control 

 
.46* p=.000 n=115 

 
-.22* p=.019 n=115 

 
.29* p=.001 n=116 

 
Lack of Interpersonal Skills of 
Supervisor 

 
.40* p=.000 n=115 

 
-.32* p=.000 n=115 

 
.26* p=.005 n=116 

 
Lack of Interpersonal Skills of Others 

 
.35* p=.000 n=115 

 
-.14 p=.129 n=115 

 
.35* p=.000 n=116 

 
Physical Demands and Danger 

 
.27* p=.004 n=115 

 
.03 p=.736 n=115 

 
.22* p=.017 n=116 

 
Red Tape 

 
.27* p=.004 n=115 

 
.02 p=.797 n=115 

 
.28* p=.003 n=116 

 
Time Pressure 

 
.09 p=.331 n=114 

 
.12 p=.192 n=114 

 
.34* p=.000 n=115 

 
Uncertainty 

 
.45* p=.000 n=115 

 
-.20* p=.031 n=115 

 
.33* p=.000 n=116 
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compared to their respective department and across the whole organization to determine consistencies in 

perception of specific stress facets 

Normative Sample 

 Total normative data (n= 7,089) for the JSI was derived from five samples ranging in size from 

265 to 4,487 participants.  The majority of the sample was drawn from employees of a large aeronautics 

manufacturing company (n=4,322).  The remainder of the sample consisted of participants from various 

industries (e.g. glass, auto, manufacturing, and banking) in northwestern Ohio.   

The sample was comprised of 64% males and 36% females.  Participant ages ranged from 25 to 

61 years, with 48% between the age of 31 and 50.  The education level of the sample consisted largely 

those with some college education, and college graduates, 33%, and 34% respectively.  The sample also 

represented participants with high school degrees and graduate degrees, 18% and 15% respectively.  

Thirty three percent of the participants had been employed by their organizations for over 10 years, 22% 

for 5-10 years, 15% for 3-5 years, 17% for 1-3 years, and 13% were employed for less than one year.  

Job tenure of the participants was dominated by those with 10 years or more of experience, with 30% in 

this category, followed by the 5-10 years (21%), and 3-5 years (17%).  One to three years, and under 

one-year categories comprised 18% and 13% of the participants, respectively.  Extensive analyses of 

demographic data indicate overall combined norms offered the most appropriate interpretation as 

compared to data stratified by demographic variables such as age, gender, education, or educational 

tenure. 

Normative Interpretation 

JSI scales can be interpreted in percentile or T score format.  Both are offered to enable the test 

interpreter the ability to choose the most desirable format.  The percentile format is often used in 

organizational settings, as many in industry are familiar with this method of comparison, while the T score 

format is used more in research settings.  T score norms enable evaluations to identify specific stressors 

that may be presenting difficulties.  

Scores can be interpreted at the individual, group, or organizational level, depending on the type 

of information desired.  At an individual level, the scores will be presented in an individual profile.  At a 
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group and organizational level, scores may be interpreted by means of an aggregated profile, or the 

scores can be broken down across work groups.  

The JSI facet scale scores can be interpreted by viewing high scores as representative of a high 

level of occupational stress and low scores as representative of low levels of occupational stress  

Consequently, each score can be combined in aggregated form across groups, departments, or 

organizational levels.  The following high score interpretations will be given on an individual level, and 

may be subsequently applied to groups or system-wide.  A low score on any scale falls below 40T, a 

medium score between 40-60T, and a high score above 60T. 

For the Uncertainty scale, high scores may indicate undesirable levels of stress stemming from 

the employee’s lack of clarity regarding their role in the department or organization, job expectations, task 

prioritizing, and performance evaluation.  This can result in significant levels of occupational stress and 

psychological strain, as the employee may feel discomfort at the lack of communication of clear 

expectations, goals, and possible ways to improve on the job.   

High scorers for Lack of Control items may be feeling as though they have not enough say in 

how goals are set and new policies are implemented.  In addition, the employee may not perceive 

sufficient autonomy in decisions of job tasks, and a lack of interest from the supervisor of the employee’s 

opinions and recommendations.  Workers with high scores may be less motivated and interested in their 

job.   

Lack of Competence of Supervisor provides information regarding the perception of 

effectiveness and awareness of the individual in this role.  High scorers may have supervisors who don’t 

understand job tasks, makes bad decisions, and lacks knowledge.  Workers may be at a disadvantage in 

their own positions because of lack of available information and guidance from supervisors.  In this case, 

training and development for the supervisor may be necessary. 

 High scores on the Lack of Competence of Others scale may indicate the worker’s perceptions 

of peers or others’ inability to accomplish tasks efficiently or correctly in the workplace.  Incompetent co-

workers may lead to time wasted for the employee who has to compensate for others’ work or take time 

to explain job tasks to others.  Aggregated high scores on this scale may indicate a need for training and 

development within the department or better selection methods for higher levels of skills and abilities.   
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High scores on the Lack of Interpersonal Skills of Supervisor scale may indicate problems for 

a subordinate in communicating with a supervisor who is inconsiderate, critical, condescending, or lacks 

compassion for others.  This can result in difficult relationships and conflict.  Workers may isolate 

themselves from supervisors because of decreased levels of constructive communication. 

Teams or groups may have performance problems or high levels of conflict if consistently high 

scores are found on the Lack of Interpersonal Skills of Others scale.  Workers indicating these items 

are present in their jobs may feel a lack of cooperation and consideration, and experience conflict and/or 

difficult relationships with other employees or others (clients, the public, contractors, etc.).   

The Red Tape scale represents perceptions of increased bureaucracy, rules and regulations, and 

“hoops to jump through” to get things done within the context of the department or organization.  

Employees with high scores may report feeling frustrated with the time it takes to accomplish tasks or 

their inability to achieve goals because of circumstances beyond their control.  This scale has clear 

implications for system-wide policy and structure analysis if scores are aggregated across groups or 

departments and a similar pattern of high scores emerges.   

High scorers on the Time Pressure scale may report feelings of overload, having either too much 

to do in too little time, or feeling the need to “juggle” many projects at once.  In addition, too many 

interruptions may be indicated as a problem.  Employees with this problem tend to experience high levels 

of psychological strain and burnout over their career.  This scale may provide clear indications for the 

need to redesign the job requirements or hire more employees to handle the workload.   

The Physical Demands and Danger scale is one of crucial immediate importance if employees 

have high scores.  Employers’ liabilities are in question, as high scorers report risks of illness, injury, and 

danger.  In addition, uncomfortable or unpleasant working conditions can lead to worker’s leaving the 

organization and difficulty in hiring.  In these situations, the job in question and environmental features of 

the organization may need to be altered or redesigned.   

 


