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Abstract Workplace stress is a common ailment that
harms society, businesses, and individuals. People who work
in the information technology industry are under higher
stress because they must constantly refresh their knowl-
edge. The purpose of this study is to examine the impacts
of stress management intervention techniques on improving
the well-being of IT professionals in the working environ-
ment. The recommended task is broken into two stages: The
firststep is to collect the data using the prepared question-
naire from employees working in anorganization. 142 Data
were collected using the prepared questionnaire from the
supervisorsand managers of the selected four IT companies
and the suggested hypothesis serves as the foundation for
the questionnaire’s design. The gathered data is assessed in
the second phase using SEM, descriptive statistics, F-test,
and correlation analysis. The results of the study indicate
that mindfulness, resilience, psychological interventions,
managerial grid training, and wellness programs signifi-
cantly increase the well-being of IT professionals (p-values
of 0.011, 0.018, 0.002, 0.005, and 0.003, respectively). In
contrast, behavioral intervention, conflict management, and
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work role training programs had non-significant effects
(p-values of 0.229, 0.102, and 0.063, respectively).

Keywords Workplace stress - Stress management - Stress
management intervention - Effectiveness - IT professions -
Training programs

1 Introduction

Conceptualization of pressure at work is very significant
while creating workplace initiatives. Stress at work is
defined as "a detrimental reaction in which people have to
exert excessive pressure and demand at work." Job stress
can lead to harmful illness, but it can also lead to mental
stress and mental illness (Riva and Chinyio 2018; Richard-
son and Rothstein 2008). Recognizing the importance of
addressing stress in the IT sector, there is a need for a tar-
geted intervention focused on stress management to enhance
the well-being of IT professionals. Current strategies may
be insufficient in mitigating the unique stressors faced by
IT professionals, and a dedicated intervention could prove
instrumental in the development of a healthier work environ-
ment. The purpose of this study is to evaluate the efficacy
of a stress-management program personalized for IT pro-
fessionals, seeking to understand its impact on mitigating
stress levels, improving overall well-being, and ultimately
enhancing job satisfaction and performance in the IT work
environment. By addressing the specific challenges faced by
IT professionals and evaluating the outcomes of the stress
management intervention, this study aims to contribute valu-
able insights that can inform strategies for promoting the
well-being of IT professionals and optimizing their perfor-
mance in the workplace.
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The significant increase in stress at work is associ-
ated with international and domestic recessions, unstable
employment, and work efforts, all of which lead to huge
workloads and relational disputes. Job performance is about
the physical and mental health of employees (OommenJoshy
2014). Organizations in the IT industry face many challenges
in this context. Work-related stress is inevitable for IT staff
as systems, processes, and advanced technologies become
more complex day by day. Some workers struggle to adapt to
changes in the workplace. For IT personnel, this is stressful.

The majority of Information Technology (IT) personnel
experience stressful situations and are more vulnerable to
health issues as a result (Bhui et al. 2016). Excessive work,
gender inequality, and an absence of sufficient rewards are
among theproblems that the IT sector frequently experi-
ences. Information technology involves lots of stress, which
lowers production due to a lack of work engagement and
reduced turnover. In practically every IT firm, "stress man-
agement" has now become a keyword due to the issue of
increased job stressors among IT professionals (Giga et al.
2003; Landsbergis 2018). The term "occupational stress"
relates to organizational methods, employee welfare initia-
tives, psychosocial interventions, etc. Employers’ physical,
psychological, and behavioral stress levels can be prevented
and reduced through the use of mindfulness meditation prac-
tices, which also improves the workers’ day-to-day tasks at
home and in the workplace.

The Indian economy is heavily dependent on the informa-
tion technology field, which is one of the most challenged
industries including the banks and tech industries (Badu
et al. 2020; Havermans et al. 2018). Professionals in the
information technology sector may experience job stress
that may affect a person’s physical health, the calibre of
their profession, their interactions with others in the com-
munity, and their family duties. Consequently, it’s crucial to
establish the precise source of stress and its effects on the
employee’shealth (Verweij et al. 2018). Additionally, it is
crucial to offer information that will enable HR executives
and management experts to further develop existing mana-
gerial skills in managing stress among IT firms. Companies
can achieve a higher level of effectiveness, strengthen rela-
tionships, and lowering illness and absence rates by enhanc-
ing personnel well-being and reducing stress (Vonderlin
et al. 2020; Chin et al. 2019). A collection of activities
that are considered "stress management interventions" are
employed by organizations to enhance employee satisfaction
and minimize stress, primarily through addressing the causes
of stress or lessening its consequences on a worker.

1.1 Research contribution

The main objective of this research study is to determine
stress reduction solution programs utilized in a business to

lower the degree of stress in IT professions and improve
employee wellness. The following are the research work’s
contributions:

e To assess the value of stress intervention programs in a
company to improve employees’ wellness and mindful-
ness at work.

e To gather the data, a standardized questionnaire was
delivered to the IT specialists.

e To achieve the intended result, SEM and ANOVA tests
were performed on the information obtained from perti-
nent authorities.

The paper mentioned above explained several stress man-
agement intervention options. In this research work, indi-
vidual-related stress management intervention techniques
like mindfulness training, resilience training, psychological
intervention programs, and behavioural intervention pro-
grams impacting the well-being of IT professionals were
explored. Also, the organizational-related stress manage-
ment intervention techniques like conflict management
training, managerial grid training, work-oriented training,
and wellness programs impacting the well-being of IT pro-
fessionals were evaluated.

1.2 Research motivation

Everyone experiences stress at some point in their lives.
How to manage stress and ensure that experts are not injured
should be the IT industry’s first concern. Because it is simple
for levels of the workforce to lose concentration and for their
feelings to expand and affect some other workers through
their behaviors because of the effect of being in stressful
situations, it is imperative to have an efficient stress man-
agement system in place Organizations must do their best
to control the dynamic change (causes) that surrounding the
environment and the workplace. People, their mental and
physical states, and the organization are all impacted and
affected in a variety of ways by stress. One of the main rea-
sons for poor outcomes, productivity, profitability, and other
factors is due to this. This study’s objective is to assess if
stress management intervention strategies can improve IT
workers” workplace well-being.

1.3 Research objective

Numerous research studies have shown that job stress is still
a significant factor in how well.

Individuals in the IT sector perform. This is because job
stress and performance are directly related. Some of the
research endeavors are as follows:
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e To understand the nature of stress faced by the IT profes-
sional.

e To recognize factors that lead to occupational stress
among IT employees

e To identify the stress levels those are experienced by
employees

e To comprehend the intervention approaches for manag-
ing stress that contributes to the health of IT profession-
als.

1.4 Research questions

The efficiency of occupational stress management strate-
gies in the IT sector and how mindfulness and professional
wellness are impacted by the questions that follow are for
research look into. It will also be helpful to look at how
stress affects employees’ well-being. Furthermore, it would
function as a roadmap for the study that was carried out and
the development of conjectural connections between the two
depictions of the different elements.

RQ,; Does the lack of individual stress management tech-
niques for IT lead to health problems related to job stress?

RQ, Does the use of organizational stress management
techniques impact employees’ well-being at work?

RQ; Do personal stress management techniques contrib-
ute to minimizing stress at work?

RQ, Do organizational stress-reduction measures help in
reducing employees’ stress levels?

The remainder of this research study is divided into 4
groups as follows:

e Section 2: A review of the literature related to stress man-
agement within organizations and its effects on workers’
performance is presented

e Section 3: Methodology and research design

o Section 4: Scientific Method, Studies and Conversations

e Section 5: Conclusion

2 Literature review

The researcher has chosen to base this investigation on a
thorough analysis of pertinent literature to offer a well-
informed viewpoint on managing pressure and stress. Most
of the literary genres will be found in textbooks, periodi-
cals, and earlier studies. This investigation will concentrate
on both quantity and research to provide the person with a
comprehensive understanding of the topic of tension and
its management. The researcher wants readers to be able to
quickly absorb the information by making this study clear
and understandable. To give additional information about
the influence of stress management in organizations and
how it affects employees’ performance, a review of all these
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papers and books was conducted. Some theories have been
employed to gain a better understanding of the impacts of
stress and how to manage it. Table 1 shows the merits and
demerits of related works.

2.1 Related works

In 2018 Holman et al. (2018) explained different levels of
factors causing stress among the employees in the organi-
zation. They discussed forms of pressure interventions the
company should use. They carried out a survey and obtained
the necessary data from the employed people. They con-
ducted research and discovered that by using good coping
mechanisms, job stress can be reduced.

In 2019 Eby et al. (2019) suggested that mindfulness
training programs help to reduce the stress/strain of employ-
ees. They focused on staff relaxation exercises and medita-
tion. The practice of attentive awareness was also developed,
presented, and assessed. The benefits of practicing mindful-
ness in professional settings are investigated, along with the
implications for which it may be helpful.

In 2020 Talati et al. (2021) demonstrated that a healthy
workplace program enhances the health and wellbeing of
employees. 350 Program participants from 204 organiza-
tions provided the information that was gathered. Using the
data they had collected, they conducted the Wallis—Krushkal
examination. Their findings indicated that an organization’s
effective service boosts its staff members’ well-being.

In 2020 Sarah Angela Kriakous et al. (2021) explored
the stress of healthcare professionals. They added that prac-
ticing mindfulness will help people experience less stress
that is related to their health. They carried out a survey and
gathered data from the relevant authorities. They conducted
research and discovered that stress reduction based on mind-
fulness will benefit medical workers.

In 2021 Akerstrom et al. (2021) explained the stress inter-
vention at the organizational level. They gathered informa-
tion from the organization’s management and HR partners.
They collected information regarding staff working condi-
tions, health, employee turnover, and health problems. They
conducted research and discovered that employee motivation
has no impact on their health. Also, they discovered that an
intervention has little impact on absences or staff turnover.

In 2021 Daniels et al. (2021) demonstrated that well-
being practices enhance the performance of employees in
an organization. They polled 58 organizations and gathered
information from 6968 workers. They conducted research
and discovered that well-being practices in an organization
will improve employees’ psychological well-being. They
also concluded that well-being practices have a positive
impact on the economy and employees’ welfare.

In 2021 Mihalits et al. (2021) explored the effectiveness
of stress management strategies in an organization. They
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assessed SMI in a business, and the findings indicated that
stress management techniques can improve employees’
motivation and engagement at work. They also concluded
that the respondents in groups were quite delighted with the
stress management techniques used on an individual basis.

In 2022 Lagrosen and Lagrosen (2022) demonstrated the
employee’s work stress in an organization and their health-
related issues due to the stress level. They developed a ques-
tionnaire survey and asked organization employees to pro-
vide the essential information. The pressures of a workplace
and employees’ well-being are covered in the questions. It
was discovered through correlations and cluster analysis
shows a link between effective leadership and worker well-
being. Managing quality will also lower employee stress
levels in a business.

In 2021 Dhayalan et al. (2021) analyzed work stress
among software employees. The objective of this study is to
know the causes and effects of stress and to identify coping
strategies to manage stress. The data was collected directly
from the employees. The sample size was 100. Both primary
and secondary data were used for analysis in this study. It
was found that 72% of the respondents are affected due to
stress, majority of the respondents responded that change
in the workplace, higher targets and achievements, personal
reasons, administration works, and other reasons are the
causes and effects of stress.

In 2021 Subha et al. (2021) examined the impact of
occupational stress factors on the mental health of women
software professionals working remotely in urban Banga-
lore during the COVID-19 pandemic. The exploratory fac-
tor analysis identifies workload, job insecurity, poor work
environment, personal problems, and lack of structure as the
main five factors of occupational stress while working from
home for women IT employees in urban Bangalore. Multiple
regression analysis undertaken in the study indicates that the
relationship between the five factors of occupational stress
and mental health is negatively significant with an inverse
relationship.

In 2022 Warrier et al. (2022) examined the influence of
mindfulness on Organizational Role Stress (ORS) based on
the Monitor Acceptance Theory (MAT) perspective.This
study is based on a cross-sectional data analysis collected
from 137 employees working at an Indian IT organization
located in Bangalore (India). ORS and MAAS scales have
been used for measuring ORS and mindfulness, respectively.
Overall, the study findings have indicated a negative rela-
tionship (r= —0.588) between mindfulness and ORS.

2.2 Research gap
Effective coping mechanisms and the challenge of managing

stress have been the subject of several studies. Reviews of
numerous research that were cited in journals, theses, and
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dissertations are offered in two parts. They are studies that
focus on stress in general, stressors, and stress management
techniques. The material below is discovered from a review
of the literature. Professionals who work for information
technology firms are under a lot of stress. Because stress
harms employees’ health and performance, IT businesses
and individual employees are very concerned about it. A few
studies on the causes of employee stress and coping mech-
anisms have been conducted. The effectiveness of digital
interventions in managing or preventing poor mental health
in the workplace has previously been the subject of system-
atic literature reviews that have concentrated on reducing
stress and symptoms of poor mental health without address-
ing associations with other psychological, behavioral, or
occupational outcomes. For instance, (Michie et al. 2017)
review looked at how well eHealth interventions worked to
reduce mental health conditions in the workplace and found
that, when compared to CBT and mindfulness interventions,
stress management interventions had the highest levels of
heterogeneity and small effect sizes. This highlighted the
differences in the effects of these interventions when given
to specific employees as opposed to all employees. Addi-
tionally, a meta-analysis conducted by Carolan et al. (2017)
found that digital mental health interventions can improve
workers’ psychological well-being as measured by decreased
levels of stress and/or depression and increased productiv-
ity at work. This underscores the significance of addressing
associations with a broader range of occupational outcomes.
Simultaneously, there exists a dearth of thorough research
on the efficacy of digital treatments in enhancing psycho-
logical well-being and investigating their correlations with
other psychological and organizational outcomes (Armaou
et al. 2020).

To analyze this issue and come up with appropriate
answers, an in-depth research study is required. Two gen-
eral forms of stress intervention programs have been seen
in organizations and within their workforce. (i) Individual-
Level Stress Intervention Programs (Mindfulness Train-
ing program, Resilience Training program, Psychological
Intervention, and behavioral intervention) and (ii) Organi-
zational- Level Stress Intervention Programs (Conflict man-
agement training program, managerial Grid Training pro-
gram, Work Role Training program, and Wellness Program).
The study’s findings will be tremendously beneficial to both
IT organizations and IT professionals. The investigation will
thus be in the wider interest of society.

2.3 Theoretical framework

In recent decades, the transactional theory of stress has
perhaps had the biggest impact. This implies that stress
is neither a characteristic of a person nor of a situation.
Instead, stress is the result of the person’s assessment of the
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circumstance and happens as a transaction, or interaction,
between the situation and the individual. A person’s percep-
tion of the circumstance as a threat is the primary appraisal
worry; their perception of their resources, especially per-
sonal resources, as a means of coping with the threat, is the
secondary appraisal issue. The workplace is one of the many
contexts in which this theory has been used (Strauss et al.
2018). Even in the face of extremely demanding work envi-
ronments, the transactional theory of stress may be useful
in enabling people to recognize stress-related assessments
and determine the most appropriate course of action. Two
psychological techniques that may promote better aware-
ness of stress-related (and other) appraisals, reevaluation or
nonjudgmental acceptance of these appraisals, and increased
awareness of the options for responding to these appraisals
are cognitive behavioral therapy (CBT) and mindfulness-
based cognitive therapy (MBCT).

2.4 Significance of the study

The major objective of the study is to determine or look at
how interventions for stress management affect the IT envi-
ronment. The study findings will outline practical strategies
for stress management in the IT industry. It will demonstrate
how stress management can enhance or negatively impact
performance, as well as how to recognize and manage stress.
This study will aid in identifying the methods and resources
for stress management as well as the numerous stressors in
our environment and how to manage them. This study will
demonstrate that stress can have both beneficial and nega-
tive effects, depending on how much it influences a person’s
ability to do their duties. Although stress in workplaces can-
not be completely eradicated, a reasonable level promotes
better outcomes. Ultimately, there is a narrow line between
being under enough stress to carry out one’s responsibili-
ties and being unduly stressed to the point where it harms

Fig. 1 Proposed research

hypothesis framework InGIvRIESY
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Mindfulness
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Resilience
training

Psychological
Intervention

Behavioural
Intervention

you by making you lose focus and manners. As a result, this
research will teach us about the various approaches that are
available and induce, impact, and treatment of stress. Fig-
ure | illustrates the framework of the Research Hypothesis.

2.5 Research hypothesis

Individual Stress Management Intervention.

H,; Mindfulness training programs impact the well-being
of IT professionals.

Individuals who engage in mindfulness practices not only
have psychological advantages but also advantages at work.
A healthy workplace is driven by various factors, such as
relationships, creativity, and well-being. Due to a greater
understanding of the costs linked to an unhealthy workforce,
businesses are investing more in the welfare of their workers.
It has been demonstrated that mindfulness training helps
employees adapt to challenging circumstances efficiently
and has a good impact on burnout, wellness, and stress
(Poulin et al. 2008). According to other studies, employees
who practice mindfulness have better levels of well-being
because they are more emotionally resilient, have a better
employment balance, and execute their jobs to a higher
standard. Therefore, the effect of a mindfulness training
program on the health of IT professionals is examined.

H, The resilience training program impacts the well-
being of IT professionals.

Well-being depends on resilience and the capacity
to handle challenging circumstances. Employees with
strong degrees of resiliency will be able to persist and
stay engaged and productive during challenging times.
By enabling workers to recognize their emotions, amount
of stress, and capacity to affect them, contemplation at
work can enhance resilience. Positivity about oneself and
self-esteem isnecessary for well-being (Kelly et al. 2021).
It takes resilience to be able to deal with and adjust to
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changing circumstances, which is directly tied to wellness.
So, this research work analyzes the impact of resilience
training programson the well-being of IT professionals.

H; Psychological intervention impacts the well-being
of IT professionals.

Psychological interventions have been reported to be
effective in promoting the well-being of employees. There
was a fair amount of compiled research on both psychoso-
cial work-environment factors and their links to well-being
and mental and physical health issues, as well as on work-
place interventions that examined the effects of psychoso-
cial workplace interventions (Seli¢-Zupancic et al. 2023).
Therefore, this research focused on the psychological
intervention impacts the well-being of IT professionals.

H, Behavioural intervention impacts the well-being of
IT professionals.

Routine creation, silent signal implementation, task
assignment, and expectation setting are all examples of
positive behavior intervention tactics (Ojala et al. 2019).
These tactics aid in promoting individuals’ good habits
while repressing their negative ones. Therefore, the effect
of behavioral intention practices on the health of IT profes-
sionals is examined.

Organizational Stress Management Intervention.

H; Conflict management training programs impact the
well-being of IT professionals.

A handling conflict training program involves more than
just educating staff members on how to defuse conflicts
and developing fundamental interpersonal skills (Kuria-
kose et al. 2019). Additionally, it stops problems in their
tracks so that you may maintain a secure and encourag-
ing workplace. This research examines the conflict man-
agement training programs impact the wellbeing of IT
professionals.

H, The managerial grid training program impacts the
well-being of IT professionals.

Through a process called grid training, the manage-
rial grid is utilized to assist managers in analyzing their
leadership philosophies (Shanafelt et al. 2023). This is
accomplished by giving managers a questionnaire that ena-
bles them to assess their level of care for both people and
production (Roy 2019). This research determines the mana-
gerial grid training program impacts the well-being of IT
professionals.

H, Work role training programs impact the well-being of
IT professionals.

Training that is given in the workplace includes job
role training programs. Employees grow used to the work-
ing atmosphere they will be a part of during the training.
Additionally, workers receive practical training in operating
various pieces of machinery, tools, materials, etc. (Berlanda
et al. 2020). This research demonstrates that work role train-
ing programs impact the well-being of IT professionals.

@ Springer

Hg The wellness program impacts the well-being of IT
professionals.

A wellness program is an all-encompassing health cam-
paign that aims to maintain or enhance well-being through a
healthy diet, regular exercise, stress reduction, and sickness
avoidance. In addition to boosting productivity, wellness ini-
tiatives can promote employee morale and motivation while
lowering health risks (Amaya et al. 2019). Employee well-
being and corporate performance have a good relationship.
Therefore, this research focused on the wellness program’s
impact on the well-being of IT professionals.

3 Research methodology
3.1 Variable description

The Independent variable is the Well-being of IT profes-
sionals, Well-being of IT professionals: The well-being of
IT professionals refers to their overall state of health, happi-
ness, and fulfillment in the workplace. It involves a balance
between physical, mental, and emotional aspects, ensuring
that individuals feel satisfied, motivated, and able to cope
with the demands and challenges of their IT roles. Well-
being encompasses factors like job satisfaction, work-life
balance, stress management, and a positive work environ-
ment, ultimately contributing to a healthy and thriving pro-
fessional life.
The Dependent Variables are,

e Mindfulness training Mindfulness training is a practice
that involves cultivating a heightened awareness and
presence in the current moment, often through medita-
tion and focused attention. It aims to enhance one’s abil-
ity to observe thoughts and feelings without judgment,
fostering a state of calm and improved mental well-being.
Mindfulness training involves practices that help IT pro-
fessionals stay focused on the present moment, reducing
stress and improving overall well-being through medita-
tion and heightened awareness (Poulin et al. 2008).

e Resilience training Resilience training involves programs
and interventions designed to enhance an individual’s
ability to bounce back from challenges and adversity. It
focuses on developing psychological resilience, coping
skills, and adaptive strategies to better navigate and cope
with stress, setbacks, and pressure in various aspects of
life. Resilience training teaches IT professionals how to
bounce back from challenges, enhancing their ability to
cope with stress and adversity in the workplace (Kelly
et al. 2021).

e Psychological intervention Psychological intervention
refers to therapeutic approaches and strategies designed
to address and alleviate mental and emotional chal-
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lenges. These interventions, often conducted by trained
professionals, aim to improve individuals’ psychologi-
cal well-being, promote mental health, and address spe-
cific issues such as anxiety, depression, or stress through
various therapeutic techniques and counseling methods.
Psychological intervention refers to supportive measures
that address mental and emotional well-being, helping
IT professionals navigate and overcome psychological
challenges they may face (Seli¢-Zupancic et al. 2023).

e Behavioural Intervention Behavioural intervention
involves systematic techniques that target and modify
observable behaviors. It focuses on encouraging posi-
tive behaviors, and reducing undesirable ones, and often
employs reinforcement or punishment strategies to bring
about behavior change. Behavioral intervention focuses
on modifying observable behaviors among IT profession-
als, encouraging positive habits, and reducing negative
ones for improved work performance (Ojala et al. 2019).

e Conflict Management Training Conflict management
training is a program designed to equip individuals with
skills and strategies to effectively handle and resolve
conflicts in various settings. It includes communication
techniques, negotiation skills, and approaches to promote
constructive resolution. Conflict management training
equips IT professionals with skills to handle disagree-
ments effectively, fostering a harmonious work environ-
ment and minimizing disruptions (Kuriakose et al. 2019).

e Managerial Grid Training Managerial grid training is
based on the managerial grid model, a leadership theory
that assesses leadership styles based on concern for peo-
ple and concern for production. The training helps indi-
viduals understand and enhance their leadership effec-
tiveness by adjusting their leadership style. Managerial
grid training teaches IT professionals about different
leadership styles and helps them adapt their managerial
approach to enhance leadership effectiveness in the IT
industry (Shanafelt et al. 2023).

e  Work Role Training Work role training refers to programs
that provide individuals with the necessary skills, knowl-
edge, and tools to excel in their specific roles within an
organization. It focuses on job-related competencies and
responsibilities to enhance overall performance. Work
role training provides IT professionals with specific
skills and knowledge needed for their roles, contributing
to improved job performance and overall professional
development (Berlanda et al. 2020).

e Wellness Program A wellness program is a structured
initiative aimed at promoting the overall health and well-
being of individuals. It typically includes activities and
resources that support physical, mental, and emotional
health, such as fitness programs, stress management, and
preventive health measures. Wellness programs focus on
promoting the health and well-being of IT professionals,

incorporating activities and resources that support phys-
ical, mental, and emotional wellness in the workplace
(Amaya et al. 2019).

3.2 Data collection

250 Questionnaires were given out by the researcher to
an appropriate sample of IT experts from various inter-
national businesses in Tamil Nadu. The surveys’ comple-
tion time was supplied to the responders in plenty of time.
They weren’t obligated to enter their names or the names of
their companies. As a result, people could respond without
being afraid. 250 questionnaires were issued, and 237 of
them were returned and filled out. Despite several attempts,
13 surveys were not successfully returned. The rate of
response was therefore 237/250, or 91.33%. Every statement
was directed toward the 237 participants who comprised the
ultimate sample. Since they were in positions of leadership
and could show the staff members how to effectively man-
age their stress, the organization’s managers and supervisors
provided the data. The 'missing value approach’ was not
necessary to use for this investigation because there were no
missing values. The timeframe of data gathering was from
February to May 2022.

3.2.1 Sampling

The study included both qualitative as well as quantitative
approaches. A qualitative descriptive design was utilized
to get an accurate description of the issue. To support the
investigation, relevant information was obtained from both
primary and secondary sources. The core data, that were
gathered, were provided by the supervisors and managers of
IT organizations. The secondary information for the present
study, on the other hand, was acquired from previous studies,
journals, publications, papers, and internet resources.
After a thorough examination of the literature, a relevant
questionnaire has been created to gather the first-hand infor-
mation needed to assess the impact of stress on multinational
company IT personnel. This survey also investigates the
most suitable methods of stress management that are widely
used by IT workers both as individuals and as organizations.

3.2.2 Study population

It must be clear from the description of the demographic who
is to be included and who is to be left out. The study is lim-
ited to Tamil Nadu’s top four IT firms, including Cognizant
Software and Services, UST International, productEngineer-
ing Technologies, and Aspire Systems, which are included in
this report. The study’s population is determined using the
convenience sampling method. Convenience sampling, like
unrestricted strata sampling, enables a researcher to select
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subgroups by their preferences for filling unitswithin a given
stratum. The necessary data from the managers and directors
of the four IT companies were chosen.

3.2.3 Demographic summary of respondents analysis

Convenience sampling was used in the current study to
gather respondents from four IT firms: Cognizant Tech-
nology Services, UST International, Hexaware Solutions,
and Aspire Systems. Demographics to identify the facility
members who are stressed in the workplace based on their
age, geography, gender, employment status, income, and
a myriad of other factors. Table 2 shows the demographic
profiles of respondents. From Table 2 we can find that out
of 237 respondents, 43% of responders were from cogni-
zant technology solutions, 23.2% were from UST Global,
224.4% were from Hexaware Technologies, and 11.4% were
from aspire systems. 62.4% were male and the remaining
were female candidates. 34.2% of respondents are the man-
agers and 65.8% of respondents are the supervisors of the
respective organizations. Also, 36.7% of respondents have
1-2 years of experience in their specific field. 46.4% of IT
professionals have 3—4 years of experience and 16.9% of
respondents have 5 year or more experience in their respec-
tive fields.

3.2.4 Questionnaire survey

A survey questionnaire, inspections, a review of previous
research, and analysis were used to collect data. Through the
use of surveys, literature reviews, and analyses, new infor-
mation was obtained for three study topics. The respondents
were given survey questionnaires, which included multiple
questions intended to elicit information from them. Partici-
pants can provide honest answers to the research question-
naire because it is composed of simple questions. Each of
the surveys addresses one or more research subproblems.

Table 2 Analysis of Respondent’s Demographic Profiles

Factors Items Frequency Percent
Company  Cognizant Technology Solutions 102 43.0
UST Global 55 232
Hexaware technologies 27 114
Aspire Systems 53 22.4
Gender Male 148 62.4
Female 89 37.6
Work role  Manager 81 34.2
Supervisor 156 65.8
Experience 1-2 yrs 87 36.7
34 yrs 110 46.4
5 yrs and more 40 16.9
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The created questionnaire was distributed to the managers
and supervisors of the four selected IT organizations. This
survey was created to gain a better understanding of the rela-
tionships between a variety of independent and dependent
factors.

3.3 Research design
3.3.1 Data tabulation

Microsoft Excel 2019 was used to tabulate the data for this
research investigation. Each respondent’s responses were
entered into the spreadsheet in their row. Thus, 237 respond-
ents’ data were entered over a total of 238 rows. The column
titles were on the top row.

3.3.2 Data analysis tools

Software called IBM SPSS Statistics 25.0 (Statistical Pack-
age for the Social Sciences) was used to conduct the sta-
tistical analyses. The AMOS V23 program was then used
to do structural equation modeling. The primary analytical
technique used in this work, structural equation modeling is
especially useful when the variables in a matching depend-
ant relationship become independent. Moreover, descriptive
statistics, the F-test, and correlation analysis are used in this
study.

4 Data analysis

The descriptive arithmetical evaluation of the information
gathered from 237 respondents (management staff and man-
agers) from four IT businesses, including Cognizant Soft-
ware Solutions, UST International, Hexaware Solutions, and
Aspire Systems, is covered in this chapter. The information
from each of these groups has helped achieve the goals.

4.1 Analysis descriptions

Data Reliability test Analysing the information that is cur-
rently available regarding the data, such as interviewing
informed officials and going over paperwork, testing the
data, and taking additional actions like tracking down and
through source papers, can all be part of an assessment of
data dependability.

Percentage analysis By dividing the data by the total
number of samples, a percentage relative frequency analysis
is performed to characterize the relative frequency of survey
replies. Percentage analysis has been used to portray the
participants’ socioeconomic background and overall demo-
graphic profile in the current study.
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Measurement Model Analysis Implicit or explicit mod-
els that connect the latent variable to its indicators are
referred to as measurement models. The first question asks
if the latent variable drives the indicators (effect indica-
tors) or if the indications drive the latent variable (causal
indicators).

Structural Model Analysis A multivariate statistical
analysis method for examining structural links is called
structural equation modeling. This method, which exam-
ines the structural link between measurable variables and
latent constructs, combines multiple regression analysis
and component analysis.

F-test The F-test is a parametric method for figur-
ing out how much two or more data groups differ from
one another. In the current study, this test was used to
determine the main differences in respondents’ financial
capacities as well as the influence of particular variables
on financial service access.

Hypothesis Test In a category of statistical analysis
known as hypothesis testing, your presumptions regard-
ing a population parameter are tested. The link between
two statistical variables is estimated using it.

4.2 Testing of data reliability

By determining "Cronbach’s Alpha" (), data were submit-
ted to an internal consistency/reliability test for answers
linked to individual-level and organization-level stress
management methods/ programs used by I.T. employees
and I.T. companies separately.It is generally agreed that
a value between 0.6 and 0.7 denotes an adequate degree
of reliability and a value between 0.8 and larger, is a very
good level. However, the a-value for all the factors was in
the threshold range, and it was revealed that all the fac-
tors were reliable and consistent. The value of Cronbach’s
alpha, as indicated in Table 3, is presented.

Table 3 Analysis of validity and reliability of measures

Factors Cron- No of Items
bach’s
Alpha
Stress Intervention Management Technique 0.912 5
Mindfulness Training program 0.659 5
Resilience Training program 0.919 5
Psychological Intervention 0.771 5
Conflict Management Training program 0.845 5
Managerial Grid Training program 0.912 5
Work Role Training program 0.658 5
Wellness Program 0.848 5

4.3 Percentage analysis

Figures 2 and 3 show the questions conducted for collecting
the data based on individual-level stress management inter-
vention and organization-level stress management interven-
tion. 43.4% of respondents strongly agree that stress man-
agement intervention programs help to maintain a strong
as well as healthy work culture. Only 40.03% agree that
the intervention program for the reduction of stress leads
to enhancing the self-esteem of the employees. 4.2% of
employees mentioned that their quality of professional life
was not enhanced by the intervention programs conducted
by the organizations. 34.6% of employees strongly agree
that the intervention programs conducted by the organiza-
tion help to increase productivity. Totally 22.98% of employ-
ees disagreed that the intervention programs increase the
attention of employees and reduce employees’ distraction.
33.4% of employees strongly agree that mindfulness train-
ing program leads to greater job satisfaction of employees.
48.5% and 35.4% of employees strongly agree that their abil-
ity to focus on work and level of clarity towards the work is
enhanced by the wellness programs conducted in an organi-
zation. 26.2% of employee do not build any relationship with
their colleagues. Also, 1.7% do not agree that the wellness
program will enhance their task performance. 62.2% of
employees strongly agree that resilience training program
increase their self-awareness. Only 11.6% of employees dis-
agree that the resilience training program enhances personal
empowerment. 62.4% of respondents agree that resilience
training program helps to manage physical, psychologi-
cal, and emotional health. 12.08% of respondents strongly
disagree that resilience training programs reduce employee
absenteeism and increase workplace engagement. 39.8% of
employees agree that psychological intervention program
helps to protect against negative outcomes. 67% of employ-
ees strongly agree that psychological intervention programs
produce positive work reflection. Furthermore, only 13%
of employees disagree that Psychological intervention pro-
grams reduce mental disengagement from work. In addition,
43% and 57% of employees strongly agree that the Psycho-
logical intervention program helps to improve work capacity
and helps to sustain in difficult situations. 43.98% and 52%
of employees strongly agree that behavioral intervention pro-
grams support improved morale and effectively minimize
negative behaviors. 68.93% of employees strongly agree
that the Behavioral intervention program helps to ensure
a healthy work environment and nearly 38% of employees
disagree with the statement. 62.3% and 52.3% of employees
strongly agree that behavioral intervention program helps
employees to enhance their management skills and help to
stop risky behavior.

31% of respondents strongly agree that a conflict manage-
ment training program helps to build strong relationships
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Stress Intervention
Management programs

Factors

Mindfulness training
program

Resilience training
program

Psychological
intervention

1. Helps to maintain a strong
and healthy workplace culture
2. Leads to enhanced self-
esteem

3. Improve the quality of
professional’s life

4. Increase productivity

5. Increase attention and
reduce distraction

1. Protect against negative

Behavioural
intervention

1. Increased self-awareness

2. Enhance personal empowerment
3. Helps to manage the physical,
psychological and emotional health
4. Reduce absenteeism

5. Increased workplace engagement

1. Greater job satisfaction
2. Greater ability to focus
3. Enhance the level of
clarity and creativity

4. Improves social
relationship

5. Enhance task
performance

outcomes

2. Positive work reflection
3. Improve work capacity
4. Increase productivity

5. Increase attention and
reduce distraction

Fig. 2 Percentage analysis of Individual-level stress management

with other employees, and 42% of respondents strongly
agree that a conflict management training program helps
to demonstrate competency. 45% and 59% of employees
strongly agree that conflict management training program
helps employees to reduce workplace conflict and help to
identify unresolved conflict. 52.10% of employees strongly
agree that Conflict management training programs create a
smoother working relationship and nearly 17% of employ-
ees differ with the statement. 11.62% of employees agree
that the managerial grid training program helps to analyze
leadership styles and 14.5% of workers strongly differ with
the statement. 52% of employees concur that the manage-
rial grid training program motivates the employees to be
involved in the decision-making process 65.4% and 53.2%
of employees agree that the managerial grid training pro-
gram. Helps the employees to create a personal development
plan and enhance their teamwork. Only 9.1% of employees
strongly agree that the managerial grid training program
helps to improve their work concerns. 22.35% of employees
strongly agree that Work role training programs motivate
employees to complete their work before the deadline. In
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1. Improve the morale

2. Effectively minimize
negative behaviors

3. Ensure a healthy work
environment

4. Enhance the management
skills

5. Helps to stop risky behavior

total, 51.6% and 40.12% of employees agree that the work
role training program helps to achieve the target object and
improve retention rates. Only 9.13% of respondents agree
that a work role training program increases efficiency in the
process and helps to rectify errors and mistakes in work.
43.52%, 54.29%, 63.32%, 49.33%, and 67.40% of employ-
ees strongly agree that Work role training program helps to
lower the risk of illness, improve teamwork, reduce the cost
of healthcare, reduce stress, and reduce the risk of diseases.

4.4 Measurement model analysis

In the measurement model analysis, the validity of the data
and factors were checked by utilizing extraction of Average
Variance (AVE), Heterotrait-Monotrait and Fornell-Larcker
criteria, and Fornell-Larcker criteria.

A validity check is then conducted to ascertain the data’s
reliability. For that, convergent and discriminate validity
is employed. Before examining the perimeter of validity,
we must examine the mean difference (AVE). Convergence
Validity is satisfied if the value of AVE is greater than
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Conflict management
training program

Factors

Work role training
program

Managerial grid
training program

1. Build strong relationship
with other employees

2. Help to demonstrate the
competency

3. Reduce the workplace
conflict

4. Helps to identify the
unresolved conflict

5. Create smoother working
relationship

1. Helps to analyze the
leadership styles

2. Motivate to involve in
decision-making process
3. Helps to create personal
development plan

4. Enhance the team-work
5. Improve their work
concern

1. Motive to complete
the work before the

Wellness program

1. Lowers the risk of illness

2. Improves the team work

3. Reduce the cost for healthcare
4. Reduce the stress

5. Reduce the risk of diseases

esteem

professional’s life

reduce distraction

2. Leads to enhanced self-
3. Improve the quality of

4. Increase productivity
5. Increase attention and

3. Improve work capacity
4. Increase productivity
5. Increase attention and
reduce distraction

deadline
2. Achieve the target
object
3. Improved retention
rates
4. Increase efficiency
in process Factors
5. Helps to retrify
errors and mistakes in
—  work
A 4 A
vention Mindfulness training Resilience training
programs program program
Psychological v
intervention
Behavioural
1. Helps to maintain a strong intervention
and healthy workplace culture y
1. Increased self-awareness
1. Greater job 2. Enhance personal empowerment
satisfaction 3. Helps to manage the physical,
2. Greater ability to psychological and emotional health
focus 4. Reduce absenteeism
3. Enhance the level of 5. Increased workplace engagement
clarity and creativity
4. Improves social
. . relationship
(1). Protect against negative 5 FEnhance task v
utcomes
2. Positive work reflection performance

2. Effectively
behaviors

environment

1. Improve the morale

3. Ensure a healthy work

minimize negative

4. Enhance the management
skills
5. Helps to stop risky behavior

Fig. 3 Percentage analysis of organization-level stress-management intervention program

0.5000 (> 0.5000). In Table 4 it was found that all the AVE
values of factors were greater than 0.50 and thus they are

valid.

Discriminate validity is the measure’s capacity to suc-
cessfully distinguish itself from other similar constructs

inside the homological net. We examined the Heterotrait-
Monotrait and Fornell-Larcker criteria to assess the dis-
criminatory validity. The affirmation of a measure’s dis-
criminant validity indicates that its fundamental construct
is not correlated with any other measure whose design is
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Table 4 AVE Analysis of Factors

Factors AVE

Stress intervention 0.7404
Mindful training 0.5741
Resilience training 0.7550
Psychological training 0.5347
Behavioral intention 0.6272
Conflict management 0.7434
Managerial grid training 0.6130
Work role training 0.5440
Wellness training 0.6356

theoretically unrelated. The HTMT and the Fornell-Larcker
Criteria (FLC) were applied in this experiment.

Heterotrait-Monotrait (HTMT) is worn to conclude
whether the concept is legal. The median correlations of the
HTMT study are presented in Table 5 of this paper.Discri-
minant Validity is satisfied if the HTMT ratio is significantly
smaller than 1. However, in this work, all the factors attain
an HTMT ratio lesser than 1 and are valid.

The validity of concepts has been assessed using the
Fornell-Larcker criterion. Every measure loads as much
as feasible on its related measures since the numerator of
each law’s AVE is larger than the connection with another
measure.For discriminant validity to be satisfied, the squared

Table 5 HTMT Analysis of Factors

coefficient must be higher than the AVE. Table 6 expresses
the criterion and fulfilling construct. If AVE is greater than
squared correlations, discriminant validity is satisfied.
Because this work met the requirements, all the elements
are legitimate and can be used to do additional analysis.

In Table 6, the mean and standard deviation of the
questionnaire responses were observed. The signify value
describes the traits of the most prevalent reply within the
specified dataset. Consequently, no minimum value is essen-
tial. The mean range of responses is between 2.0743 and
2.8025. From this, it is concluded that maximum response
is received for the factor managerial grid training and mini-
mum response is received for the factor wellness program.
From the mean standards in Table 7 below, Since more
replies were received for the two factors—enhanced mana-
gerial grid training and psychological intervention pro-
grams—it is possible to conclude that the stress management
intervention program has a beneficial impact on people at
work.

4.5 Analysis of structural models

In the structural model analysis, the fitness of the model
and factors were checked by utilizing the Tucker and Lewis
index and standardized root mean square residual. Also, the
path relationship between the factors is found. Moreover,
the correlation among the variables was also determined.

Stress intervention Mindful Resilience Psychological Behavioural Conflict Managerial Work role Wellness
Mindful 0.7493 0 0 0 0 0 0 0
Resilience 0.9436 0.5824 0 0 0 0 0 0
Psychological 0.8391 0.6349 0.792 0 0 0 0 0
Behavioural 0.7361 0.5104 0.6332 0.9611 0 0 0 0
Conflict 0.6208 0.5804 0.5440 0.5819 0.6353 0 0 0
Managerial 0.6112 0.6443 04111 0.4321 0.3602 0.7853 0 0

Work role 0.7311 0.5110 0.5213 0.5693 0.7280 0.578 0.811 0
Wellness 0.8324 0.8010 0.7261 0.3242 0.6201 0.1238 0.3821 0.5831
Table 6 FLC Analysis of Factors

Stress intervention ~ Mindful = Resilience  Psychological ~Behavioural —Conflict ~Managerial Workrole Wellness FLC criteria
Mindful 0.5331 0.1094 0.2247 0.2461 0.3235 0.1669 0.299 0.0281 Satisfied
Resilience 0 0.2088 0.822 0.1984 0.2434  0.2077 0.0265 0.0117 Satisfied
Psychological 0 0 0.4085 0.3371 0.1708 0.0524 0.3244 0.022 Satisfied
Behavioural 0 0 0 0.5984 0.2396  0.1796 0.0033 0.0029 Satisfied
Conflict 0 0 0 0 0.3531 0.7998 0.021 0.002 Satisfied
Managerial 0 0 0 0 0 0.4623 0.0162 0.0085 Satisfied
Work role 0 0 0 0 0 0 0.0245 0.0020 Satisfied
Wellness 0 0 0 0 0 0 0 0 Satisfied
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Table 7 Descriptive data analysis of factors

Factors N Mean Std. Deviation
Stress management 237 2.3713 0.74574
mindful training 237 2.4768 0.77329
resilience training 237 2.3992 0.72615
psychological intervention 237 27274 0.68801
conflict management 237 2.4970 0.52902
Managerial grid training 237 2.8025 0.65522
Work role training 237 22312 0.62805
wellness program 237 2.0743 0.87074
Table 8 SRMR Fit analysis Model SRMR

of composite form and active
model

Standard measure 0.0560

Complex form 0.0421

Dynamic model 0.0165
Table 9 NFI analysis and TLI Model TLI  NEI

analysis of composite form and
active model

Composite form 0.921 0.925

Active model 0.899 0.910

Then, F-test analysis is performed to find the impact nature
between the variables, and finally, hypothesis testing is
performed.

The Standard Mean Residual Root Square (SRMR),
which is defined as an unvarying modification between the
predicted and experienced correlations, is a useful feature
of the genuine fit measurement.” Additionally, 0.080 is the
SRMR threshold value. The baseline model, whose SRMR
is slightly above the threshold value at 0.049, was employed
in this study to assess the impact of stress management inter-
ventions on workers’ well-being. The SRMR values of the
factor model are 0.0560 and 0.0165, respectively, which are
below the threshold value, just like the composite model.
Excellent fit was obtained by the factor model for all three
models. In Table 8, the SRMR analysis is provided.

TLI analysis: The Tucker—Lewis Index appears to be a
gauge of the progressive match-up. TLI values over 0.95
indicate a good basis match. It is measured as less than 0.80,
very great fit as 0.90-0.95, and better solution as 0.80-0.90.
The NFI and TLI analysis are shown in Table 9.

NFI evaluation: The normalized fit index, which is inde-
pendent of variable add-up, quantifies the correctness of
the fit to the information progressively. Moreover, NFI
values over 0.95 indicate a good basis match. Addition-
ally, NFI classifies an accuracy of less than 0.80, a better
answer as 0.80-0.90, and a very good fit as 0.90-0.95.
The TLI and NFI values that were obtained in this case

Table 10 Analysis of Path Graph on Stress Intervention Training
Programs

Stress intervention training programs ~R? R%adj

Mindful training 0.0343 0.0274
Resilience training 0.0751 0.0685
Psychological training 0.0432 0.0364
Behavioral intention 0.0539 0.0422
Conflict management 0.0733 0.0707
Managerial grid training 0.0594 0.0526
Work role training 0.0595 0.0528
Wellness training 0.0501 0.0433

are higher and fall between the threshold value of 0.90.
Given the value shown in Table 9, the model is therefore
regarded as having an excellent match.

In this analysis, stress management and staff well-being
programmes were considered nodes. This path graph
shows the relationships between the nodes that were previ-
ously described. Table 10 displays the path graph analysis.

Table 11 below displays the path matrix for employee
well-being. The degree to which IT professionals’ stress
levels were reduced by mindfulness training, resilience
training, mental intervention, behavioral intention, con-
flict resolution, classic management training, employee job
training, and wellness programs was also assessed. The
sum for each variable, according to Table 11, is close to
1. The variables are correlated, therefore.

The stress level is decreased and the well-being of par-
ticipants in the mindfulness training, resilience training,
psychology intervention, behavioural intention, conflict
management, classic management coaching, work role
training, and wellness program for IT professionals is in
Table 12.

A correlation analysis was done among the programs
for managing stress that help people feel less stressed at
work. The results show that stress intervention manage-
ment programs such as stress intervention management
program, mindfulness training, resilience training, psy-
chological intervention, behavioral intention, conflict
management, managerial grid training, work role train-
ing, and wellness programs are significantly linked to
workplace stress reduction and wellbeing of employees
at their workplace. If the data is normal, Pearson Correla-
tion is the method used. The range of Pearson coefficients
is+1 to — 1, where + 1 denotes a favorable correlation, — 1
denotes an unfavorable correlation, and O denotes no link.
Table 13 reveals each connection is statically important.
The studies indicate that attained values are non-negative
and it is found that there is a strong positive relationship
exists between the factors.

@ Springer



3332

IntJ Syst Assur Eng Manag (July 2024) 15(7):3318-3336

Table 11 Path Design Matrix on Stress Intervention

Stress intervention Mindful Resilience Psycho- Behavioural Conflict Managerial Work role Wellness
logical
Mindful 1 1 1 1 1 1 1 1
Resilience 0 0 0 0 0 0 0 0
Psychological 0 0 0 0 0 0 0 0
Behavioural 0 0 0 0 0 0 0 0
Conflict 0 0 0 0 0 0 0 0
Managerial 0 0 0 0 0 0 0 0
Work role 0 0 0 0 0 0 0 0
Wellness 0 0 0 0 0 0 0 0

Table 12 Summary of

. . Factors Coefficient Circumlocutory  Entirety effect
coefficient, Circumlocutory effect
effect, and Entirety effect
Stress intervention- > mindfulness 0.7437 0 0.7437
Stress intervention- > resilience 0.3303 0 0.3303
Stress intervention- > psychological training 0.4741 0 0.4741
Stress intervention- > behavioral intention 0.4961 0 0.4961
Stress intervention- > conflict training 0.5687 0 0.5687
Stress intervention- > managerial training 0.4087 0 0.4087
Stress intervention- > work role training 0.1728 0 0.1728
Stress intervention- > wellbeing training 0.7654 0 0.7654
Table 13 Correlationof factors
Training Programs Mindful Resilience Psychological Behavioral Conflict Managerial grid Work role Wellbeing
Mindful Pearson Correlation 1
Sig. (2-tailed)
Resilience Pearson Correlation 0.038 1
Sig. (2-tailed) 0.558
Psychological Pearson Correlation 0.342"°  0.175™ 1
Sig. (2-tailed) 0.000 0.007
Behavioral Pearson Correlation 0.220"°  0.184™ 926" 1
Sig. (2-tailed) 0.001 0.005 0.000
Conflict Pearson Correlation 0.123  0.131" 0.120 0.214" 1
Sig. (2-tailed) 0.059 0.044 0.065 0.001
Managerial grid Pearson Correlation 0.009 0.150" 0.031 0.021 0.121 1
Sig. (2-tailed) 0.887 0.021 0.630 0.743 0.062
Work role Pearson Correlation 0.075 ~ 0.169”  0.038 0.025 0.100  0.261” 1
Sig. (2-tailed) 0.252 0.009 0.556 0.702 0.093 0.000
Wellness Pearson Correlation 0.135°  0.151" 153" 0.051 0.197"  0.054 0.039 1
Sig. (2-tailed) 0.038 0.020 0.018 0.435 0.002 0.412 0.547

4.5.1 F-test analysis
Table 14 displays the F-test analysis of Individual-Level

Stress Management Intervention. Based on the findings of
the F-test investigation, we can infer that the average of the
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squares between the components meditating education and
staff welfare is 13.971 and that the residual across groups
is 128.316 (residual error among groups). The ANOVA
accounts for the degree of freedom and F ratio, which is
F (1, 16)=1.497. Then, 0.05 is chosen as the ANOVA’s
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Table 14 F-test Analysis

of Individual-Level Stress
Management Intervention

F-test analysis of hypothesis Sum of Squares  df Mean Square  F-ratio  Sig
Mindful training Between Groups  13.971 16 0.873 1.497  0.102
Within Groups 128.316 220 0.583
Total 142.287 236
Resilience training Between Groups  18.535 16 1.158 2.261 0.005
Within Groups 112.710 220 0.512
Total 131.245 236
Psychological intervention ~ Between Groups  14.956 16 0935 1.630  0.063
Within Groups 126.166 220 0.573
Total 141.122 236
Behavioral intention Between Groups  18.446 16 1.153 2.393  0.003
Within Groups 105.994 220 0.482
Total 124.440 236

significant threshold. The hypothesis is accepted when the
probability value is less than the significance level. The
value of p for the hypothesized hypothesis (H1probability)
was 0.102, higher than the predetermined value. Therefore,
we can say that the employees’ welfare is unaffected by the
meditation training program. Employee well-being in the
workplace and the factors of the resilience training program
have a square sum of 18.535. For these variables, the F ratio
is determined to be F (1,16)=2.261, and the p-value attained
is 0.05, which is equal to the threshold value, is attained, and
the substantial value is then acquired.

14.956 is the sum of the square among variables of the
mental intervention program and employee satisfaction at
work. With these variables, the F-ratio is calculated as F
(1,16) =1.630, and the p-value attained is greater than the
threshold (p =0.063). So, we can conclude that the mental
intervention program has no effect on employees’ well-being
at work.

The variables behaviour intention program and employee
well-being at their place of employment have a sum of
squares of 18.446. For these variables, the F-ratio is

calculated as F (1, 16) =2.393 and the value of p is smaller
than the entrance value(p =0.003), the significant value is
attained. So, we can conclude that the behaviour intention
program has an effect on employees’ well-being at work.
Table 15 displays the F-test analysis of Organizational-
Level Stress Management Intervention.The results of the
ANOVA analysis show that RE across the group is 14.546,
and the total squares among components managing conflict
training and staff wellbeing are 97.148. ANOVA results in a
DOF and F-ratio that are calculated as F(1, 16)=2.061. 0.05
is chosen as the ANOVA'’s significant threshold. The H1 is
established when the resulting prospect value is smaller than
the level of significance. The prospect (p) value obtained for
the theoretical model is 0.011, which is less than the prear-
ranged value. As a result, the conclusion is managing con-
flict training programs affects the health of the workforce.
Employee well-being in the workplace and managerial
grid training program’s squares added together equal 8.179.
For these variables, the F ratio is determined to be F (1,
16)=1.943, and after the significant value is obtainedthe
value of p, which is smaller than the threshold value, is

Table 15 F-test analysis

o F-test analysis of hypothesis Sum of Squares  df Mean Square  F-ratio  Sig
of Individual-Level Stress
Management Intervention Conflict management Between Groups ~ 14.564 16 0910 2.061 0.011
Within Groups 97.148 220 0442
Total 111.712 236
Managerial grid training ~ Between Groups ~ 8.179 16 0.511 1.943 0.018
Within Groups 57.869 220  0.263
Total 66.048 236
Work role training Between Groups  15.226 16 0.952 2432 0.002
Within Groups 86.092 220  0.391
Total 101.318 236
Wellness Program Between Groups  7.784 16 0.487 1.255 0.229
Within Groups 85.305 220 0.388
Total 93.089 236
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reached. Thus, we can conclude that classic management
training programs have an effect on employees’ well-being
at work.

The square sum of the factors of the work role training
program and employee well-being at their place of employ-
ment is 15.226. For these variables, the F ratio is determined
to be F (1,16)=2.432, and the value of p is 0.002which is
lesser than the threshold value, and the significant value is
reached.So, we can conclude that the job role training pro-
gram has an impact on employees’ well-being at work.

The product of the squares between both the variables of
employee well-being at work and wellness training program
is 7.784. For these variables, the F ratio is determined to be
F (1, 16)=1.255, and the value of p is 0.229is higher than
the entrance value, the significant value is attained. So, we
can conclude that the well-being training program has no
effect on employees’ well-being at work.

4.5.2 Hypothesis testing

The hypothesis is tested, as shown in Table 16. Testing was
done on materialism’s ability to mediate between the eight
criteria. The results indicate that the mindfulness training
program affects IT professionals’ well-being (p=0.011). The
impact of the resilience training program on the well-being
of IT professionals is acknowledged at the 5% confidence
level (p=0.018). The impact of psychological intervention
on the well-being of IT professionals is acknowledged at
the 5% confidence level (p =0.002). The recognized con-
fidence level is 5%.The well-being of IT professionals is
impacted by the behavioral intervention (p=0.229). Conflict
management training programs impacting IT professionals’
well-being (p =0.102) cannot be accepted with no confi-
dence level due to their high significant value. IT profes-
sionals’ well-being is impacted by the managerial grid train-
ing program (p=0.005), with 5% of respondents accepting
this conclusion. Because of the high significant value that
was rejected, work role training programs have an impact
on the well-being of IT professionals (p =0.063) with no
confidence level. IT professionals’ well-being is impacted

Table 16 Hypothesis Testing

by wellness programs (p =0.003); this is acknowledged at
the 5% confidence level.

4.6 Discussion

Finding stress management techniques that have an impact
on the IT environment is the study’s main goal. The results
of the study provide useful approaches for stress manage-
ment in the IT sector and show how stress management can
either positively or negatively affect performance. This study
supports the idea of recognizing the many stressors in our
surroundings and the strategies and tools available to man-
age them. This research shows that depending on how much
stress affects a person’s capacity to perform their job, it can
have both positive and negative impacts. The study find-
ings indicate that mindfulness training, resilience training,
psychological interventions, managerial grid training, and
wellness programs program have a statistically significant
impact on the well-being of IT professionals, with p-values
of 0.011, 0.018, 0.002, 0.005,and0.003 respectively, all
accepted at a 5% confidence level (Poulin et al. 2008; Kelly
et al. 2021; Seli¢-Zupancic et al. 2023; Roy 2019; Amaya
et al. 2019). Conversely, the behavioral intervention, conflict
management training program, and work role training pro-
grams showed non-significant impacts on IT professionals’
well-being, as evidenced by p-values of 0.229, 0.102, and
0.063, respectively, leading to their rejection without a spec-
ified confidence level due to high significant values (Ojala
et al. 2019; Kuriakose et al. 2019; Berlanda et al. 2020).

5 Conclusion
5.1 Managerial implications

Workplace stress is a difficult problem to deal with in the
current context for IT professionals. It is impractical or
impossible to entirely eradicate stress at work. Workplace
stress is caused by a variety of reasons, including pay, peer
relationships, workload, low engagement, etc. Additionally,

Hypothesis Significant value Confidence
H1: Mindfulness training programs impact the well-being of IT professionals 0.011 5%

H2: Resilience training programs impact the well-being of IT professionals 0.018 5%

H3: Psychological intervention impacts the well-being of IT professionals 0.002 5%

H4: Behavioural intervention impacts the well-being of IT professionals 0.229 -

HS: Conflict management training programs impact the well-being of IT professionals 0.102 -

H6: Managerial grid training programs impact the well-being of IT professionals 0.005 5%

H7: Work role training programs impact the well-being of IT professionals 0.063 -

H8: Wellness programs impact the well-being of IT professionals 0.003 5%
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stress-producing circumstances or events may not be expe-
rienced by everyone. This demonstrates that how well an
employee handles problems also determines the pressures
in their life.

Based on their priority, the management must address
each source of stress separately to provide amore develope-
deconomy. By promoting ideas and opinions in the work-
place, managers should also put a lot of effort into devel-
oping a participative work atmosphere. In addition, the
management should put more emphasis on initiatives like
training for IT-related skills.

The management can address this problem by setting up
more and more personality development programs so that
people will favor a problem-focused coping strategy that is
more efficient in the current professional workplace.

5.2 Recommendations for further investigating

These findings demonstrate that specific workers can be
taught stress-reduction and strain-relief procedures. Addi-
tionally, almost every subcategory of intervention had posi-
tive outcomes. During the research, various concepts were
discovered. The suggestions we make for additional research
are. We also believe that it would be preferable to take into
account a sizable workforce for future research. An analysis
of the relationship between the stress levels of IT profession-
als and their mindfulness is required. Their ability to lower
stress levels at the organization is enhanced by incorporating
access to sufficient data.

5.3 Limitations of the study

The research has been done on an extremely small sample
size was used, along with a relatively short period. Even
though, we made a huge effort to include individuals with a
variety of areas of expertise. Not every representative from
every department and area was included in our study. How-
ever, the information we acquired improved our work and
enabled us to look at stress management intervention strate-
gies in light of our study objective. Finally, we would like to
mention the existence of several contradictory studies, such
as the use of insufficient data related to the purpose of the
research, the exclusion of crucial information, and also the
use of a small number of references to the study, decreased
our reliance on all studies of various kinds published on
various websites. Regarding fact, it constricts our vision
to the utilization of every second-hand piece of unreliable
information.

5.4 Conclusion

The objective of the conducted empirical study is to ascer-
tain how stress management intervention programs affect the

health of IT workers in the workplace. The focus of the study
was stress administration intervention techniques like mind-
fulness training, resilience training, psychological interven-
tion programs, behavioral intervention programs, conflict
management training, managerial grid training, work role
training, and wellness programs. There are two components
to this work. The data collection starts inthe first section.
With the hypothesized theory in mind, the questionnaire was
created. With the information gathered, analyses including
SEM and F-test were carried out in the second stage. Finally,
it is important to take into account the structural effects of
research, like thesize effect and the cost-effectiveness of
treatments.
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