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Abstract  
____________________________________________________________ 
The transformation of work systems due to the COVID-19 pandemic has accelerated the adoption 

of teleworking as a permanent model within organizations. This shift presents psychosocial 

challenges, particularly regarding work-home conflict and work ambiguity, which are often 

associated with increased work-related stress. This study aimed to examine the influence of work-

home conflict and work ambiguity on job stress among employees engaged in post-pandemic 

teleworking in Indonesia. A quantitative regression design was employed, using data collected 

through an online questionnaire distributed to 139 purposively selected respondents. Simple linear 

regression was applied to assess the effect of the two independent variables on job stress. The findings 

revealed that neither work-home conflict nor work ambiguity had a statistically significant effect on 

job stress (p > 0.05), although the regression model showed an R² value of 41.5%. The conclusion of 

this study is that work-home conflict and work ambiguity do not show a significant relationship with 

work stress, indicating a possible change in the dominance of other stressor factors in the post-

pandemic work environment. Practical implications highlight the need for organizations to shift their 

focus toward managing emerging stressors, such as digital fatigue, technological support, and flexible 

work boundaries. 
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 INTRODUCTION  

The development of technology and globalization has created a major transformation in 

organizations, especially with regard to the flexibility of workspace and time. However, significant 

changes have occurred since the COVID-19 pandemic at the end of 2019. The pandemic has forced the 

world to make adjustments to the work system. One of the most obvious impacts is the shift from the 

conventional work system in the office to teleworking, which is now a common part of various 

industrial sectors. This work model is not only temporary, but has become a new normal that 

profoundly reshapes work interactions, organizational management, and employee expectations of life 

balance and productivity (Tavares et al., 2021). In Indonesia, the transition to teleworking was also 

rapid. Work from home (WFH) became the main solution during the crisis, but its adoption has had 

multidimensional consequences. On the one hand, teleworking provides benefits such as increased time 

flexibility, reduced travel time, and the potential for increased productivity and job satisfaction (Song 

& Gao, 2018; Clarke & Holdsworth, 2017).  

However, on the other hand, teleworking has a negative impact, this is shown from the results of 

research from Mann & Holdswort (2003), that there are negative emotional impacts of teleworking, 

especially in the form of emotions such as loneliness, irritability, worry and guilt, and teleworking 

workers (working from home) experience more stress symptoms that affect their mental health, than 

people who work from the office.  It was also found that teleworking leads to social isolation, feelings 

of loneliness, and limited organizational support are factors that trigger increased psychological distress 

(Wu, 2024; Sobra et al., 2023). In Indonesia, media reports such as Tempo (2020) revealed that many 

workers, especially in urban areas, experience mental distress due to the overlapping of domestic and 

professional roles, limited work facilities at home, and unpreparedness in dealing with intensive digital 

technology. This topic is important to research because currently, the teleworking work model is no 

longer temporary, but has become an inherent work structure in post-pandemic organizations. 

Therefore, it is important to understand the psychological dynamics that arise in this situation so that 

organizations can develop appropriate policies and support systems to maintain employee well-being 

and performance. 

If aspects such as work-home conflict and work ambiguity are not systematically identified and 

addressed, the potential for burnout and decreased productivity can increase significantly. Although 

there are a number of studies that examine teleworking separately from the issue of work stress, studies 

that integrate two important variables, namely work-home conflict and work ambiguity, simultaneously 

in the context of post-pandemic teleworking in Indonesia are still very limited. In fact, the combination 

of these two factors has great potential in explaining the complexity of work stress experienced by 

modern workers in the digital era. Referring to this background, this study aims to empirically examine 

the influence of work-home conflict and work ambiguity on work stress in employees who undergo 

teleworking in Indonesia after the COVID-19 pandemic. This research is expected to make a theoretical 

contribution to the field of industrial psychology and offer practical input for organizations to design 

teleworking strategies that are more sustainable and responsive to the psychological needs of 

employees. 

METHOD 

This study uses a quantitative design with a multiple regression approach to analyze the 

relationship between variables. This study measures and analyzes the degree of influence between 

variables, so as to facilitate understanding of the relationship that exists between work-home conflict, 

work ambiguity, and work stress in employees who do telework. This study examines three main 

variables, namely work-home conflict, work ambiguity, and work stress. The construction of these 
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variables is based on a conceptual framework reinforced by previous literature and measured through 

a questionnaire developed by the researcher by adapting items from tested instruments, such as the 

Job Stress Inventory. Specifically: 

a. Work-home conflict is measured by items that describe the overlap between work demands 

and roles in home life. 

b. Work ambiguity is measured through items that assess the vagueness of roles, responsibilities, 

and tasks in the work environment. 

c. Work stress is measured by items that reflect the level of stress felt by employees.  

This measure was adapted by the researcher with the support of theory and literature from 

previous studies as well as through consultation with experts in the field of organizational psychology. 

Content validity was checked by experts to ensure the relevance and clarity of each item, while 

reliability was measured using Cronbach's alpha coefficient, which showed values ≥ 0.70 for each 

construct, signifying adequate internal consistency. The instruments in this study consisted of three 

main scales: work-home conflict scale (8 items), work ambiguity scale (6 items), and job stress scale 

(10 items). All items used a 5-point Likert scale (1 = strongly disagree, 5 = strongly agree). An example 

item for work-home conflict is “My work duties interfere with my time with my family”, while for 

work ambiguity is “I am not sure what is expected of me in this job.” All instruments were adapted 

from the Job Stress Inventory and related research (Mann & Holdsworth, 2003; Weinert et al., 2015), 

with local context adjustment through content validation by two organizational industrial psychology 

experts.  

The reliability values (Cronbach's alpha) for the three scales were 0.81 (WHC), 0.77 (WA), and 

0.85 (Job Stress), respectively, indicating good internal consistency. The assessment process begins 

with data collection through questionnaires distributed to participants who have met specific criteria. 

The collected data were then statistically processed by the researcher to analyze the relationship 

between variables using multiple regression analysis. If there are aspects of the assessment that involve 

raters, inter-rater consistency testing (e.g. intraclass correlation coefficient) is conducted to ensure 

uniformity of assessment, with favorable values (generally > 0.80). These steps were carried out 

sequentially to ensure data integrity and accuracy of analysis results. This study was conducted online, 

with participants being employees who were teleworking due to the impact of the COVID-19 post-

pandemic. Data was collected through an electronic questionnaire distributed online, thus utilizing 

digital devices such as computers, tablets, or smartphones to fill out the instrument. The questionnaire 

was designed using survey software, Google Forms, which allows for systematic data collection. 

 

RESULTS AND DISCUSSION 

This study used a purposive sampling technique, which is a non-probabilistic sampling method 

in which participants are selected based on certain characteristics relevant to the research objectives 

(Etikan, Musa, & Alkassim, 2016). In this case, the main criteria were participants who were 

teleworking after the COVID-19 pandemic and working in the whitecollar sector, i.e., jobs that are 

administrative, professional, or managerial, and allow for digital task execution. These characteristics 

include professions such as administrative staff, teaching staff, system analysts, financial staff, and 

managers. Given that the research topic focuses on specific work experiences in the post-pandemic 

context, this technique is considered appropriate because it allows researchers to select respondents who 

have direct experience of the phenomenon being studied (Creswell & Creswell, 2018). From the 

questionnaires that have been distributed via online media to various regions, there are 159 people who 

participated in this study. Out of 159 respondents, the data that can be processed is 139 people, because 

20 respondents who filled in did not do teleworking. The 139 respondents analyzed are also sufficient 

for a multiple linear regression-based correlational quantitative study, as long as the characteristics of 
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the target population are homogeneous and the inclusion criteria are clear. With purposive sampling 

techniques, researchers can focus the analysis on the most theoretically and empirically relevant groups, 

especially when the target population is not easily reached at random (Palinkas et al., 2015). 

Table 1. Participant Demographics 

Variable Classification Amount Procentage 

Gender Male 69 49,6 

 Female 70 50,4 

Teleworking periods Less than a month 9 6,5 

 More than a month 130 93,5 

Total  139 100 

 

Based on Table 1, related to the gender of the respondents, it is known that the number of 

male respondents is 49 people, and 50 women; the number of female and male respondents is almost 

balanced, with a difference of 1. In addition, the data also shows the length of time employees do 

teleworking. From the data obtained from 139 respondents who answered, the majority have been 

doing work from home for more than 1 month, amounting to 130 people or 93.5%. Before conducting 

linear regression analysis, this study first conducted a series of classical assumption tests to ensure the 

validity of the model used. The normality test is carried out using the Q-Q Plot method, where the 

results show that the residual distribution points are around the diagonal line. This indicates that the 

residual data is normally distributed and fulfills the basic assumptions of regression. Furthermore, a 

multicollinearity test was conducted to determine the presence of high correlation between independent 

variables. The test results show that all tolerance values are greater than 0.10, and the Variance Inflation 

Factor (VIF) value is below 10. Thus, no multicollinearity symptoms were found, which means that 

the independent variables in the model do not significantly affect each other and can stand alone in 

predicting the dependent variable. 

The heteroscedasticity test is also conducted to test the stability of the variance of the residuals. 

The scatterplot visualization results show that the data points are randomly scattered around zero, 

without forming a certain pattern or gathering on one side. This indicates the absence of 

heteroscedasticity problems in the model. Overall, the results of this classical assumption test indicate 

that the regression model in this study has met the necessary statistical requirements, so the results of 

the regression analysis can be considered valid and reliable in explaining the relationship between work-

home conflict, work ambiguity, and work stress in the context of teleworking after the COVID-19 

pandemic. From the results of the model reliability test, the value of prob. F count (sig.) value is 0.000 

smaller than the significance level of 0.05, so it can be concluded that the estimated linear regression 

model is feasible to be used to explain the factors affecting work stress in employees who do 

teleworking, starting from the influence of independent variables, Work ambiguity & Work Home 

Conflict on work stress. 

Table 2. Regression Coefficient Test Results (T-Test) 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

 B Std. Error Beta   

1 

(Constant) 
10.4

32 
3.223 

 
3.237 .002 

Tot_WA .027 .210 .011 .126 .900 

Tot_WHC .129 .308 .050 .420 .675 

      

a. Dependent Variable: Tot_JS 
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Based on the probability value, the t-count for the independent variable Work ambiguity (WA) is 

0.900 and for Work Home Conflict (WHC) is 0.675, both greater than alpha 5% (0.05). This indicates 

that neither Work ambiguity nor work-home conflict has a significant effect on the dependent variable, 

work stress (JS), at the 5% significance level. 

Table 3. Results of the Coefficient of Determination 

Model R R² Adjusted R² Std. Error of the Estimate 

1 .644 .415 .397 9.51266 

 

When viewed from the R-Square value of 0.415, it shows that the proportion of the influence 

of all independent variables on the dependent variable (job stress) is 41.5%. This means that the factors 

(WA, WHC) have a proportion of influence on work stress in employees who are WFH of 41.5% 

while the remaining 58.5% is influenced by other variables that are not in the linear regression model. 

This indicates the possibility of mediating or moderating variables that have not been studied. The 

regression results in this study show that neither work-home conflict (WHC) nor work ambiguity 

(WA) has a significant effect on work stress in employees who are teleworking after the pandemic. 

This finding empirically challenges theoretical assumptions and previous findings that place these two 

variables as the main predictors of work stress in the context of remote work (Mann & Holdsworth, 

2003; Weinert et al., 2015). The insignificance raises several possible explanations that deserve critical 

consideration in the post-pandemic context. First, the insignificant relationship between WHC and 

WA with work stress can be understood as a reflection of the adaptation process of organizations and 

individuals after the acute phase of the pandemic. 

Recent studies (Wang et al., 2021; Allen et al., 2015) show that organizations that have 

survived and thrived post-pandemic have progressively implemented policies that are more responsive 

to the complexities of remote working, including flexibility in working hours, role clarity, and increased 

digital literacy. In this context, neither role ambiguity nor home-work conflict are dominant stressors 

anymore as they have been mitigated by more structured and participatory managerial strategies. 

Second, from a work behavior perspective, employees may have built up adequate adaptive coping 

mechanisms over more than two years of WFH. This means that stressors that were highly disruptive 

at the beginning of the pandemic have been internalized as part of the routine, or even restructured 

through changes in work perceptions and role expectations. This is in line with the concepts of cognitive 

adaptation (Taylor, 1983) and job crafting (Wrzesniewski & Dutton, 2001), where individuals actively 

reshape their work experiences to manage demands and enhance work meaning. Therefore, the WHC 

and WA variables may no longer have a strong enough psychological intensity to directly influence 

work stress.  

Results showed that work-home conflict and work ambiguity had no significant effect on 

work stress, although the model had an R² value of 41.5%. This finding reflects the existence of strong 

adaptive dynamics in the post-pandemic work environment. Based on the perspective of the Job 

Demands-Resources Model (Bakker & Demerouti, 2007), work stress is not only influenced by 

workload (demands), but also by the availability of resources such as technological support, job 

autonomy, and clarity of communication. Most likely, these supportive factors have increased 

significantly after the pandemic, thus reducing the negative impact of WHC and WA. In addition, this 

study supports the findings of Wang et al. (2021) and Allen et al. (2015) that remote work effectiveness 

and adaptability improve along with structural adjustments in organizations. The insignificance of 

WHC and WA may reflect that there are currently changes in the main causes of job stress in 

teleworking employees that need to be studied further, such as digital fatigue, constant connection 

(digital presenteeism), and unclear work time limits. 
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CONLUSIONS  

This study concludes that in the context of remote working after the COVID-19 pandemic in 

Indonesia, the role conflict between work-home conflict and work ambiguity is not statistically proven 

to affect work stress. This finding suggests that both organizations and individuals have developed 

adaptation strategies that are quite effective in dealing with changes in work patterns. Theoretically, 

these results are not in line with assumptions about the determinants of work stress, and suggest the 

need to expand work stress research to include digital factors such as techno-stress, digital 

psychological resilience, and structural flexibility. 

 The practical implications of this study emphasize the importance for organizations to focus 

not only on roles and workloads, but also on healthy digital work design, technology empowerment, 

and work time limit management. However, this study has limitations, especially in terms of not 

controlling for important demographic variables such as type of job specification, marital status, and 

the presence of children, and not taking a longitudinal approach. Further research is also 

recommended to use a mixed methods approach and explore the role of mediator variables. 
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