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Abstract 

Primary schools in the Netherlands face challenges related to sustainable employment, 

resulting in workforce shortages. One challenge related to sustainable employment is the 

amount of perceived stress that is reported in this occupation. Studies have shown that work-

related perceived stress induced by major life events and work ability are negatively related. 

However, those studies place employees solely in their work environment, which is incorrect 

because employees’ lives consist of both their work and non-work lives. It is the crossover-

spillover model that suggests when major life events occur in an employee’s non-work life 

and cause perceived stress, this stress carries over to their work life. The relationship between 

major life events, both work-related and non-work-related, and their potential to induce 

perceived stress affecting work ability has received limited attention in the literature. This 

study addresses this gap by examining whether perceived stress, triggered by major life events 

in both domains, impacts work ability. To provide an answer to the research question this 

study collected questionnaires filled in by teachers in primary schools in the Netherlands. 

These questionnaires were based on the perceived stress scale (PSS10) and the work ability 

index (WAI). After data analysis, the results showed high scores on PSS10 are connected to 

lower scores on WAI. The data also showed that the control variables age, gender, and size of 

employment did not influence scores on WAI. These results answered the research question 

by accepting the hypothesis and concluding that perceived stress induced by major life events 

is connected to lower work ability.  
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Introduction 
Primary schools in the Netherlands struggle with sustainable employment. As a result, 

a significant teacher shortage has formed in recent years. This shortage is about 7,900 FTE for 

all primary schools in the Netherlands combined (Inspectie van het Onderwijs, 2023). To put 

this number in perspective, 7,900 FTE equals 9.2% of all employment in primary schools in 

the Netherlands. More worryingly, shortages are bigger in special education schools 

(Inspectie van het Onderwijs, 2023). Ultimately, this means that children requiring additional 

attention are unable to have their needs met, due to an insufficient number of teachers in their 

school. This scarcity is partly caused by the fact that the occupation of teachers is seen as 

highly demanding, in combination with insufficient resources, resulting in low employee 

well-being. Combined with the underappreciation of this occupation in society (Cörvers et al., 

2017), it becomes more difficult to recruit new teachers and retain existing ones. Taken 

together, this forms a positive feedback loop, which needs to be addressed soon to prevent 

further escalation in the future. 

Primary schools in the Netherlands have a long history of low employee well-being 

rates, mainly due to the high mental strain teachers experience daily (Rijksoverheid, n.d.-b). 

This calls for a different approach to employability, one where a long-term aspect is 

considered. Ilmarinen & Tuomi (1992) have developed an approach where employees were 

tested on how well they were able to perform their jobs, now and in the future, with regard to 

their work demands, health, and mental resources. When demands can be met through 

sufficient resources, it allows the employee to restore balance (Lazarus, 1991, 2006). 

Combined with the current labor market shortages (Rijksoverheid, n.d.-a), which make it 

more difficult to find new employees to relieve teams in primary schools from the growing 

workload, which creates a significant challenge to maintain the work ability of the employees.  

Another challenge for employees is maintaining their mental health in a demanding 

environment. A person’s life consists of many activities, roles, and events, and one must 

balance those things simultaneously. It is possible to reduce it down to 2 major domains, work 

life and private life (also referred to as non-work life), which sometimes overlap (Bakker et 

al., 2009; Geurts & Demerouti, 2004). Activities, roles, and events should be interpreted in a 

broad way in this thesis. It can include working, going through a breakup, the loss of a loved 

one, and more. Events that happen in someone’s work life influence their non-work life, and 

vice versa (Bakker et al., 2009). Perceived stress caused by those events may cause health 

issues, both physically and mentally. Some events are considered more influential than others, 
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as they might generate more stress in comparison. Every individual has a different reaction to 

a specific event (Hatch & Dohrenwend, 2007). To distinguish more impactful events, 

literature (Dohrenwend & Dohrenwend, 1974, 1984; Schwarzer & Schulz, 2003) developed 

the term ‘major life events’ for events that are of more impact than others (Holmes & Rahe, 

1967). They can be distinguished from other events, because those major life events pose a 

challenge in a person’s life. Understanding the effects of major life events on work ability and 

identifying effective strategies for managing work-life balance is necessary to prevent the 

deterioration of employee’s workability and mental health. 

  It is crucial to consider both domains when assessing an employee’s perceived stress 

levels, since an employee's work and non-work life intersect in terms of time, effort, and 

stress. In the current literature concerning job-related stress, the employee is mainly framed in 

their work life, which dismisses the potential influence of their non-work life (Demerouti et 

al., 2001; Karasek, 1979). The JD-R model from Demerouti et al. (2001) and the job strain 

model from Karasek (1979) are examples of models with this issue they do not consider the 

effects of perceived stress induced by life events from an employee’s work and non-work life 

sufficiently to capture its influence on performance and work ability of the employee. The 

work ability literature is well established and reviewed, but the effect of perceived stress 

caused by major life events is underexposed. Given the fact that significant life events can 

occur in both work and non-work domains, it is essential to investigate employees’ perceived 

stress resulting from these events and examine how such stress influences their work ability 

within the workplace. This fills a gap in the literature as it is a more holistic approach to 

employee work ability and performance. This literature gap will be addressed in this thesis. 

Regarding the result of this study, outcomes could assist primary school employers in giving 

their staff members the support they need. Therefore, the aim is to contribute to sustainable 

employability of the employees, even more so given that the profession of teacher in primary 

schools in the Netherlands is considered a highly demanding job (Inspectie van het 

Onderwijs, 2023). It is consistently ranked top 5 in surveys regarding (psychological) demand 

in different professions (TNO & CBS, 2023).  

Therefore, the main research question of this thesis is ‘How does perceived stress 

induced by life events relate to an employee’s work ability in primary schools in the 

Netherlands?’  

To address the research question, a comprehensive review of existing literature will be 

conducted. The literature review will focus on the concepts of perceived stress and work 

ability, examining current knowledge and relevant studies in these areas. Clear definitions of 
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these concepts, as adopted for this thesis, will be provided. This review will form the basis for 

the development of a conceptual model and the formulation of a hypothesis. The methodology 

chapter will outline the approach taken to test this hypothesis. This chapter will detail the data 

collection and analysis methods employed in this thesis, as well as describe the measurements 

used for all variables. The results chapter will present the findings from the analysis, 

highlighting both significant and non-significant outcomes. These results will be critically 

analyzed to draw meaningful insights. Subsequently, the discussion chapter will provide an 

interpretation of the findings, considering their theoretical implications and practical 

contributions. Potential limitations of the thesis and recommendations for future research will 

also be discussed. Finally, the conclusion will summarize the study’s findings, directly 

addressing the research question and emphasizing the key contributions of this thesis. 
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Theoretical background 

This chapter will provide an overview of existing literature concerning the main components 

of this research. The first component is perceived stress. Starting with the definition of stress 

itself, followed by a review of perspectives on perceived stress. For this subject, the definition 

used in this thesis will be stipulated. Subsequently, what registers as a stressful major life 

event as well as the role of major life events in perceived stress are discussed. 

 The next topic that will be discussed is the crossover-spillover model. This allows this 

thesis to include perceived stress induced by major life events occurring in the non-work 

domain.  

Finally, the topic of work ability will be discussed. Beginning with the definition and 

what is already known about influences on work ability. Also, this chapter will provide an 

overview of existing literature concerning what is known about the relationship between 

perceived stress induced by major life events and work ability. 

 

Stress 

All events in a person’s life can alter the course of that person’s life, but some events more 

than others. This brings up a discussion of what stress is. There are three generally accepted 

theoretical perspectives on stress (Schwarzer & Schulz, 2003).  

 

The response-based perspective: Strain 

 Selye (1956) is the founder of this perspective. He distinguished between a stressor 

(stimulus) and stress (the response). Selye (1956) focused on the physiological response and 

development of the illness rather than the origin of the stressor. The reaction to a stimulus 

follows a three-stage pattern, called the general adaptation syndrome (GAS). Initially, the 

human body starts defending itself by activating the sympathetic nervous system, called the 

alarm reaction. It begins to mobilize the human body for its fight or flight response, which is 

triggered by emergency situations. The function of the alarm reaction stage is to master the 

stress. What follows is the resistance stage in which the human body adapts either more or 

less successfully to the stressor. According to Selye (1956), the person may not present stress 

symptoms, but still the body malfunctions and starts feeling ill. The immune system is 

compromised and some diseases start to develop, such as ulcers and cardiovascular diseases. 

The last stage is the exhaustion stage, in which the person’s adaptation resources are depleted 

and start breaking down. This may lead to a breakdown of the human body resulting in 
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illness, burnout, depression, or even death (McEwen & Gianaros, 2010; Segerstrom & Miller, 

2004). Although this perspective has its merits, this view is mainly used in biomedical 

sciences. In the field of psychological sciences, this perspective fails to recognize the role of 

emotions and cognitions (Schwarzer & Schulz, 2003).  

 

The stimulus-based perspective: stressor 

Instead of emphasizing the reaction to a specific stressor, the stimulus-based 

perspective concentrates on the features of the stressor (Schwarzer & Schulz, 2003). 

Schwarzer and Schulz (2003) claim that every crucial event has distinct demands, whether 

job-related, social, physical, or role-related, that especially strain the person's coping 

mechanisms and cause a certain stress reaction (Schwarzer & Schulz, 2003). This particular 

perspective was introduced in the research by Holmes and Rahe (1967). They composed a list 

of 43 major life events that they assigned values to which referred to the amount of stress it 

caused relative to one another (see Appendix A). The underlying assumption was that the 

average amount of adaptive effort necessary was a good indicator to measure the severity of 

such an event (Schwarzer & Schulz, 2003). The next step in developing this perspective was 

an article by Dohrenwend and Dohrenwend (1974) where they released an edited list of major 

life events (Schwarzer & Schulz, 2003). Hatch and Dohrenwend (2007) pointed out some 

flaws in this perspective. The most basic one is the use of average weights for events. 

Average weights do not account for the different reactions of different people to the same 

event. Coping mechanisms are highly personal and cannot be captured in a model based on 

averages. There is constant discussion over how much to emphasize the stressor's objective 

nature relative to its subjective perception (Bonanno et al., 2010; Hobfoll, 2010). 

 

The cognitive-transactional process perspective 

 The cognitive-transactional theory defines stress as a particular relationship between 

the person and the environment that is appraised by the person as being taxing or exceeding 

his or her resources and endangering his or her well-being (Lazarus, 1966, 1991, 2006). There 

are three theoretical assumptions: transaction, process, and context. It is assumed that stress 

occurs when a person and their environment interact and have a reciprocal influence on each 

other, stress is subject to continuous change, and the meaning of a transaction is derived from 

the underlying context. This means that stress has to be studied as an active process, which 

Lazarus endorses in his articles. Lazarus (1991, 2006) thinks of stress as composed of causal 
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antecedents, mediating processes, and effects. Antecedents are person variables, such as 

commitments or beliefs, and environmental variables, such as demands or situational 

constraints. Mediating processes refer to coping and appraisals of demands and resources. 

Experiencing stress causes both immediate effects and long-term effects. These relationships 

are shown in Figure 1. 

 

 

 

 

 

 
Figure 1 Process Model of the Stress-Health 

Relationship, inspired by the Transactional Stress 

Theory (Lazarus, 1966, 1991, 2006) 

 

There are different kinds of appraisals. It is considered a challenge when stress mobilizes 

physical and mental activity and involvement. It offers the opportunity to show him or herself, 

mastery, personal gain, or personal growth. The person feels confident and excited to meet the 

demands of the appraisal. Threat occurs when the individual perceives danger, expecting 

physical injuries or blows to one's self-esteem. The appraisal harm or loss refers to a situation 

where the damage is already done. This includes injury, loss of a loved one, self-esteem, or 

social standing (Lazarus, 1991, 2006). The resources refer to the available coping options. 

The person evaluates their competence, social support, and material resources available to 

meet the demands to reestablish the equilibrium between person and environment. It means 

that when the available resources are insufficient to meet the demands to sort out the given 

appraisal, it has a negative effect on health and well-being (Lazarus, 1991, 2006). 

 Concluding all this, research suggests that in case of a discrepancy in perceived 

demands and resources the employee experiences stress.  

 

Stressful life events 

 Having described what stress is and how life events can lead to an imbalance between 

demands and resources brings up the next question: what is a stressful life event? There is an 

ongoing discussion in the literature about the characteristics of stressful life events and 

therefore about its definition. There are four main theoretical perspectives on what constitutes 
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a stressful event (Cohen et al., 2019). Those are adaptation, threat or harm, demands exceed 

resources, and interruption of goals.  

 The adaptation perspective sees the stressfulness of an event as the amount of 

adaptation or change it requires of an average individual (Holmes & Rahe, 1967). This 

approach suggests that events are cumulative, with every event adding to the adaptation score. 

Also, the events can be both positive and negative in perception. Both require adaptation and 

therefore can generate stress (Holmes & Rahe, 1967).  

 The threat or harm approach defines events as stressful when situations are 

consensually seen as threatening or harmful (Brown & Harris, 1989; Cohen et al., 2016). The 

imminence of harm, intensity, duration, and the extent to which an event is objectively 

uncontrollable are all factors that contribute to the potential magnitude of consensual threat 

(Lazarus & Folkman, 1984; Rabkin & Struening, 1976). This perspective also admits to the 

possibility of events as cumulative, but on the other hand, there exists evidence that one single 

event can lead to the maximum risk of disease when the event meets a high criterium for 

threat (Wethington et al., 1995).  

 The third perspective is where the demands exceed the resources. This approach finds 

its roots in the job stress literature. The assumption is that psychological distress and strain 

occur when the amount of decision latitude over characteristics of the situation is insufficient 

(Karasek et al., 1981).  

 The last perspective is the interruption of goals. In this approach, it is stated that 

stressful events are events that are interruptions of major goals (Carver & Scheier, 1999), 

including goals to maintain one’s physical integrity and one’s psychological well-being 

(Kemeny, 2003; Lazarus & Folkman, 1984). This perspective is based on evidence that 

interference with personal goals is related to emotional distress, although it is not proven that 

it can predict illness (Carver & Scheier, 1999; Wrosch et al., 2007). 

 It is undeniable that those four approaches have some overlap. For example, decision 

latitude can be exceeded by demands when goals are interrupted, and goal interruption is 

likely to cause both adaptation and threat (Cohen et al., 2019). Overall, the threat or harm 

approach is the most widely accepted and therefore will be used for this thesis. There is 

considerably less evidence addressing the validity of the ‘demands exceed resources’ and 

‘interruption of goals perspectives’. Moreover, those two can be seen as subsets of the ‘threat 

or harm’ perspective (Cohen et al., 2019). The simplicity of the adaptation approach remains 

attractive (Turner & Wheaton, 1995), even though some hypotheses derived from this 

approach did not hold up (Cohen et al., 2019).  
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 Concluding, stress is generated by life events and can be dealt with by a variety of 

resources. When the demands, stress induced by life events, cannot be dealt with by the 

available resources this will lead to negative effects on health and well-being. In this thesis, 

the definition of stress will be when situations are consensually seen as threatening or harmful 

(Brown & Harris, 1989; Cohen et al., 2016). This definition is derived from the treat or harm 

approach. Mainly because this approach fits the scope of this thesis best, although the fact that 

it is most generally accepted in literature is a nice bonus. Stress can be generated by all kinds 

of life events. Therefore, it is important to discuss next how the different domains of one’s life 

interact with one another. 

 

Crossover spillover model 
 

Employees act in a non-work environment and a work environment. The non-work 

environment consists of their social life, their families, their sports clubs, etcetera. The work 

environment consists of their primary jobs, but also their job meetings, the commute time, 

etcetera. These were long thought of as two separate domains, but it has become apparent that 

these domains are highly interrelated (Geurts & Demerouti, 2004).  

 Stress is generated in both the work environment and the non-work environment by 

life events (Bakker et al., 2009). It has been studied why one employee experiences higher or 

lower levels of stress in comparison to a colleague when working the same job. It has been 

suggested that it could be related to employees’ available resources to cope with life events. 

The crossover spillover model offers a different perspective. This model suggests that an 

employee carries over stress from the non-work environment into the work environment and 

vice versa. This means that events happening in the non-work environment generate stress, 

which has an effect on perceived stress in the work environment (Bakker et al., 2009). This 

transmission of stress is called the spillover effect, this effect performs on an intrapersonal 

level. 

 Further research shows that the spillover effect is not only limited to an intrapersonal 

level but on an interpersonal level as well (Bakker et al., 2009; Demerouti et al., 2005). This 

means that in situations when the partner of an employee is experiencing high levels of stress 

from certain events, it can carry over to the employee. This is called the crossover effect 

(Bakker et al., 2009). 
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Concluding, the literature suggests that the work and non-work domains interact. This 

effect is not limited to intrapersonal but interpersonal, too. Therefore, this thesis should not 

limit its scope to perceived stress induced by major life events experienced in just the work 

environment, but also include perceived stress induced by major life events experienced in the 

non-work environment. Since it is shown how major life events influence employee well-

being by causing them perceived stress, it must be linked to how well an employee is able to 

do their job. 

 

Work ability 

Ilmarinen and Tuomi (1992) designed the “house of work ability” to capture a broader 

interpretation of employee well-being. The model includes family and social networks as a 

factor in employee well-being. Ilmarinen and Tuomi (1992) used the house of work ability as 

a metaphor to visualize how the concept of work ability is ‘built’ (see Appendix B). The base 

layer describes the health and functional capabilities of employees. The second layer contains 

professional competencies. The third layer describes values, attitudes, and motivation. The 

top layer contains work, work community, and leadership as an influence on work ability. All 

these layers contribute towards good work ability. Ilmarinen and Tuomi (1992) also included 

external factors in their model, like the external operational environment, the immediate 

social environment, and the family of employees. They realized that work ability is not 

limited by the bounds of the work environment. Ilmarinen and Tuomi (1992) defined work 

ability as "How good is the worker at present and in the near future, and how able they are to 

do their work with respect to work demands, health, and mental resources?". To test for this 

phenomenon, Tuomi et al. (1998) created the work ability index (WAI). They conducted a 

longitudinal study to identify factors that would influence the score on WAI. One of the 

identified personal influences is psychological well-being.  

  Tuomi et al. (1991) showed that perceived stress was associated with poor 

workability, this was later confirmed by Van Den Berg et al. (2009). In those studies, 

perceived stress was work-related. Stress occurs when demands exceed the resources of the 

employee, as earlier discussed. Another research has also shown that burnout and work-

related stress are associated with lower work ability (Cantarelli et al., 2023). The fact that 

these studies exclusively focus on work-related stress underscores the absence of research 

addressing the influence of non-work-related stress within the existing literature. With the 

knowledge offered by the crossover-spillover model (Bakker et al., 2009), it is assumed that 
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those effects of work-related stress on work ability also apply to non-work-related stress. 

Resulting in non-work-related stress having a negative effect on work ability. Perceived stress 

might influence multiple layers of the work ability house, but at least one layer is mainly 

influenced by perceived stress. The base layer of the house of work ability contains the health 

of the employee. An important part of health is mental health. When the mental health of 

employees is compromised by perceived stress, this directly influences work ability. 

 It was found that age has a negative effect on work ability (Ilmarinen et al., 1997; 

Ilmarinen & Tuomi, 1992; Kujala et al., 2005; Tuomi et al., 1991). For women, it was found 

that the biggest reduction in work ability was around the age of 51 (Ilmarinen et al., 1997). At 

the age of 58 work ability scores were the lowest. For men, the index dropped at an average 

age of 55 (Ilmarinen et al., 1997). Until the age of 54, women in a mentally challenging job 

have a bigger risk of scoring low on WAI in comparison to men (Ilmarinen & Tuomi, 1992). 

In the group older than 54, however, women had a lower risk of a low score on WAI 

compared to men (Ilmarinen & Tuomi, 1992). In the case of a mixed workload, it was found 

that women in all age categories scored lower on WAI compared to men (Ilmarinen & Tuomi, 

1992). It is worth mentioning the effect that age has on work ability, to be able to justify why 

employees’ work ability gradually declines as they get older, without any other factors or 

major life events occurring. 

So, as earlier discussed, major life events occur in both the non-work and the 

work domain, causing employees to perceive stress. It is also known that there exists a 

relationship between work-related stress and work ability. The crossover-spillover 

model offers the opportunity to extend the scope to include ‘non-work related 

perceived stress’ as an influence on work ability. This allows to test the research 

question of this thesis: ‘How does perceived stress induced by life events relate to an 

employee’s work ability in primary schools in the Netherlands?’ Based on the 

reviewed literature the following hypothesis can be drawn: 

 

Hypothesis 1: Perceived stress induced by life events has a negative effect on work ability. 
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Conceptual model 

 

Based on all previous literature it is to be expected that perceived stress induced by life events 

will have a negative effect on the work ability of employees.  

      

 

  Perceived stress induced 
by major life events Work ability 
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Methodology  
 

This chapter outlines the methodology employed in a quantitative deductive study aiming to 

investigate the relationship between perceived stress and work ability among employees. The 

study utilized a combination of the Perceived Stress Scale (PSS10) and the Work Ability 

Index (WAI) to assess these constructs. The following sections describe the research design, 

research ethics, data collection, measurements, and data analysis techniques applied in this 

study. 

 

Research design 

This study is characterized as quantitative and deductive. This study is using primary data 

obtained from questionnaires. The level of analysis is on an organizational level, 

incorporating perceived stress induced by major life events and the work ability of the 

selected organization’s primary school teachers. To construct the dataset, two questionnaires 

are used. The perceived stress scale with 10 items (PSS10) by Cohen et al. (1983) and the 

work ability index (WAI) by Tuomi et al. (1998). These questionnaires are mostly used in this 

field. The data is collected in 2024. This thesis will exclusively be studying primary school 

teachers, who are involved with teaching children daily, because it is this specific group that 

struggles most with sustainable employability. Management and supporting staff are excluded 

from this research, because their tasks differ significantly from the teachers. Therefore, their 

scores on PSS10 and WAI would not be comparable in any data analysis.   

This study adopts a cross-sectional research design to investigate perceived stress and 

work ability among employees. Cross-sectional research allows for the collection of data at a 

single point in time, providing insights into the current state of perceived stress and work 

ability within the chosen population. 

 

Research ethics 

Since the topic of this research addresses highly personal matters, participation is completely 

voluntary. When participating, the participants are allowed to quit the survey at any given 

point. The participants are assured that their answers will only be used for analytical purposes. 

Furthermore, the data will not be retraceable to an individual participant. The results of the 

research will be shared with the organization, but these results will not contain specific cases. 

The participants are made aware of this in the introduction to the survey. Anonymity and 
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confidentiality are important for this research, and this is shared with the participants to 

ensure they can take the survey without hesitation. 

 

Data collection 

The data is collected as follows. At first just one organization (QliQ) was contacted to collect 

data. After the first round of data collection, not enough respondents replied, so the decision 

was made to contact more organizations to increase the sample size to increase reliability and 

statistical power. Potential organizations were selected and contacted by phone. If interested, 

the organization was sent an e-mail with additional information about this research and the 

effort that was asked from the organization. Once agreed that the organization was willing to 

participate, they received a link to the survey, which was sent to eligible employees. The link 

to the survey was accompanied by an introduction, addressed to the participants to introduce 

the topic, tell what was expected from them, and assure them of their anonymity and 

confidentiality throughout the process. Finally, the following organizations agreed to 

participate: QliQ, Proominent, Catent, VCOG, and SKPO. These organizations are spread 

throughout the Netherlands, this prevents local biases to affect the results of this research. 

 

Measurements independent variable perceived stress 

Before going into the use of the Perceived stress scale (PSS10) it must be discussed why 

PSS10 will be used for this study. The psychological model proposed by Lazarus (1966, 

1991) and Lazarus and Folkman (1984) did not include a standardized instrument for 

measuring perceived stress. To address this gap, Cohen et al. (1983) developed the perceived 

stress scale as a tool to quantify perceived stress. PSS measures perceived stress induced by 

life events. Cohen et al. (1983) showed that major life events had a significant influence on 

perceived stress, measured by their survey. The scale can be administered in various settings, 

such as research studies, clinical assessments, or surveys, and can be completed in a relatively 

short amount of time. PSS has been validated across diverse populations and has 

demonstrated good reliability and validity in measuring perceived stress levels.  

It must be pointed out that the perceived stress scale, originally designed by Cohen et 

al. (1983), consisted of 14 items (PSS14). Cohen and Williamson (1988) redesigned PSS into 

a 10-item scale (PSS10) and a 4-item scale (PSS-4). They showed that PSS10 had a better 

internal reliability, and a somewhat tighter factor structure compared to PSS14. PSS-4, 

although shorter and therefore more practical in use, showed a moderate loss in reliability. 
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Furthermore, PSS10 provides as adequate a measure of perceived stress as the longer scale. 

That is why Cohen and Williamson (1988) advised in their paper to use PSS10 in further 

research. Following this advice, this thesis will make use of the Dutch translation of PSS10 

(Van Eck, 1996).  

PSS10 is a widely used self-report questionnaire designed to measure the degree to 

which individuals perceive life situations as stressful over the past month (Cohen et al., 1983). 

It consists of 10 items, each rated on a 5-point Likert scale ranging from 0 (never) to 4 (very 

often). For each item, participants are asked to indicate how often they felt a certain way 

during the past month. Responses are scored as follows: 

   - 0 = Never 

   - 1 = Almost never 

   - 2 = Sometimes 

   - 3 = Fairly often 

   - 4 = Very often 

The sum of the scores across all 10 items is calculated to obtain a total PSS score, with a 

possible range from 0 to 40. Reverse coding is applied to items 4, 5, 7, and 8 (see Appendix 

D) to ensure consistency in scoring. Higher scores on PSS indicate higher perceived stress 

levels, while lower scores indicate lower perceived stress levels. 

 

Measurements dependent variable work ability 

The Dutch translation of the Work Ability Index (WAI) (Blik op Werk, 2008), 

developed by Tuomi et al. (1998), was employed to evaluate participants' subjective 

assessment of their work ability. WAI comprises seven dimensions, including current work 

ability compared to lifetime best, work ability in relation to job demands, number of current 

diseases diagnosed by a physician, estimated work impairment due to diseases, sick leave 

during the past year, self-prognosis of work ability two years from now, and mental resources. 

Those 7 dimensions are measured by 19 questions. After submitting the answers, the 

questionaries are scored. Every answer to a question is worth points. The sum of those scores 

is ranked in four different categories. Poor (7-27 points) moderate (28-36 points) good (37-43 

points) and excellent (44-49 points) (Tuomi et al., 1998). The researchers who created WAI 

invested a lot of time on how to interpret the scores of WAI, the validity, reliability, and 

predictability of WAI. This will provide a solid methodological foundation for this thesis and 

will contribute to a meaningful and accurate interpretation of the results. 
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Measurements control variable 

Gender is a control variable for this study. Previous studies showed that women with 

highly demanding jobs experience a negative influence on their family life (Demerouti et al., 

2005). This effect is multi-layered. The study by Demerouti et al. (2005) found evidence that 

positive and negative experiences can be transmitted between both the work and non-work 

domains within the individual, but also between individuals. This means that experiences 

from a life partner or family members (in the work domain or non-work domain) can have an 

indirect effect on work performance. Geurts and Demerouti (2004) showed that negative 

experiences in the work domain can interfere with family life, or the other way around. 

Sonnentag (2003) added to the literature by proving that positive experiences in the non-work 

domain positively influence work life. Since the majority of teachers in primary schools in the 

Netherlands is female, it can be expected that the effects (being female or male) described by 

Demerouti et al. (2005) and Sonnentag (2003) can contribute to explaining variance in the 

dependent variable. 

Age is another control variable in this study. It was found that age has a negative 

effect on work ability (Ilmarinen et al., 1997; Ilmarinen & Tuomi, 1992; Kujala et al., 2005; 

Tuomi et al., 1991). More recently, an extensive literature study by Osagie et al. (2019) states 

that age showed a significant negative effect on work ability. Employees with a more 

advanced age are more susceptible to health conditions that influence work ability. Therefore, 

it is reasonable to assume that age might be able to explain variance in this research without 

any major life events occurring. 

The last control variable in this study is the size of employment. It will be measured in 

hours per week. It is a commonly used control variable in this field.  

 

Data analysis 

 

To calculate the scores for the perceived stress scale (PSS10), the scores linked to the 

participants’ answers must be added up. The answer never = 0 points, almost never = 1 point, 

sometimes = 2 points, fairly often = 3, and very often = 4 points. Questions 4, 5, 7, and 8 (see 

Appendix D) are reversed coded. The points corresponding to the given answers are added up 

and will result in a score between 0 up until 40. Cohen et al. (1983) did not provide an 

interpretation for the scores resulting from PSS10.  
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The calculation for the work ability index’ (WAI) scores is somewhat more complex. The 

final score is the result of the addition of scores of the 7 dimensions. Each dimension has its 

own calculation: 

1. The score for the first dimension (current work ability compared to lifetime best work 

ability) is the score given for question 2 (see Appendix D), ranging between 0 and 10. 

2. The second dimension (work ability in relation to the demands of the job) consists of 

question 1, 3.1, and 3.2 (see Appendix D). The calculation of the score depends on the 

answer given to question 1, when answered: 

 Mainly mentally demanding tasks: 

  (selected value question 3.1 x 0.5) + (selected value question 3.2 x 1.5) 

 Mainly physically demanding tasks: 

  (selected value question 3.1 x 1.5) + (selected value question 3.2 x 0.5) 

 Both mentally and physically demanding tasks 

  (selected value question 3.1) + (selected value question 3.2) 

The final score for this dimension will range between 2 and 10 points.  

3. To calculate the score for the third dimension (number of current diseases as 

diagnosed by a physician), the number of diseases diagnosed by a physician is added. 

This dimension consists solely of question 4 (see Appendix D) in the questionnaire. 

The final number of diseases corresponds with the following score: 

 4 diagnosed diseases or more = 1 point 

 2 or 3 diagnosed diseases = 3 points 

 1 diagnosed disease = 5 point 

 0 diagnosed diseases = 7 point 

So, the final score for this dimension will range between 1 and 7 points.  

4. The fourth dimension (estimated work impairment due to diseases) is represented by 

question 5 (see Appendix D). The selected value is the final score for this dimension. 

In case the participant selected more than 1 answer, the lowest value counts for this 

dimension. The final score will range between 1 and 6 points. 

5. The fifth dimension (sickness absence during the past year) consists of question 6 (see 

Appendix D). The selected value is the final score for this dimension. The final score 

will range between 1 and 5 points. 

6. The sixth dimension (own prognosis of work ability 2 years from now) consists of 

question 7 (see Appendix D). The selected value is the final score for this dimension. 

The final score is either 1, 4, or 7 points. 



 21 

7. The last dimension (mental resources/vitality) consists of questions 8.1, 8.2, and 8.3 

(see Appendix D). The scores of those 3 questions are added up. The final score 

corresponds with a score for this dimension: 

0 – 3 points = 1 point 

4 – 6 points = 2 points 

7 – 9 points = 3 points 

10- 12 points = 4 points 

 Thus, the final score for this dimension will range between 1 and 4 points.  

The final score for WAI is calculated by totaling the scores from each individual dimension, 

ranging from 7 to 49 points. The interpretation of WAI is categorized into 4 qualifications 

(Tuomi et al., 1998): 

 7 up until 27 points = poor work ability 

 28 up until 36 points = moderate work ability 

 37 up until 43 points = good work ability 

 44 up until 49 points = excellent work ability 

 

The control variable gender needed to be recoded into a dummy variable. The data showed 

only 2 given answers, either 1 = men or 2 = women. To be able to use this data in any analysis 

it was recoded into a dummy variable: 

 1 à 1 = man 

 2 à 0 = woman 

 

For the variable ‘age’, participants were asked to fill in their age in years. This number was 

directly transferred into the dataset. No adjustments had to be made.  

For the variable size of employment, the data from the questionnaire had to be adjusted in a 

few cases from a full time equivalent into hours per week. Some participants filled in their 

FTE amount. For example: 0,6 FTE equals 24 hours per week. 

 

The collected quantitative data (N = 81) was analyzed using the statistical program SPSS. The 

data was directly exported from Qualtrics to SPSS. Labels and codes were then verified.  

 All variables were checked for extreme outliers, and then the mean values of all 

variables were calculated and checked. Histograms were constructed to examine the shape of 

the distribution scores, identify extreme outliers, and determine if these scores should be 

thoughtfully deleted or modified. Mean values were computed for the variables WAI_Score 
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(M = 40.3, N = 81) PSS_Score (M = 13.247, N = 81), Age (M = 43.230, N = 81), and Size of 

employment (M = 33.150, N = 81). To test for outliers, Z-scores were calculated. Just one 

case on the variable WAI_Score registered an outlier with a Z-score of 3.656. This being an 

outlier, was also visible in the boxplot. To determine what to do, its impact on the normal 

distribution should be considered here. When the outlier is included, the skewness is -1.073 

and kurtosis is 1.441. When removed, the scores significantly improve to -.740 for skewness 

and .099 for kurtosis. Although N is small, the improvements for the assumptions of 

normality were sufficiently substantial to warrant the removal of the outlier, with the aim of 

enhancing the distribution's normality. So, 1 outlier of WAI_Score was coded as missing from 

the dataset resulting in a unsignificant change in the mean value (M = 40.500, N = 80), and a 

decrease in variance from (22.350) to (18.804), indicating less dispersion of scores. Outliers 

could occur due to the size of the sample, as a sample of 81 for WAI_Score is relatively 

small.  

 A scatterplot was generated for all quantitative variables to test for linearity. 

Homogeneous variance at different score levels in the scatterplot was checked to test for 

heteroscedasticity (Warner, 2021). The dataset was checked for relevant assumptions 

regarding multiple linear regression. Appendix C contains an overview of all pertinent SPSS 

outputs. VIF and tolerance were conducted to check for multicollinearity, which involved 

checking for a high correlation between predictor variables, and none of the variables were 

found to problematically correlate with each other. Concluding, the data did not violate the 

assumptions for linearity.  
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Results 
The descriptive statistics of this study are reported in Table 1. 81 participants took part in this 

study. The dependent variable WAI_Score has a mean of 40.500 and a standard deviation of 

4.336. This means that the scores predominantly land in the category ‘good work ability’ 

(score between 37 and 43). The independent variable PSS has a mean of 13.247 and a 

standard deviation of 5.649. 

This questionnaire exists out of two established surveys, PSS10 and WAI. They both 

have shown good validity and reliability in the past. So, a complete factor analysis is 

considered redundant. To make sure this survey is reliable, Cronbach’s Alpha is calculated. 

For the items derived from PSS10, a = .852. For the items originating from WAI, a =.707. 

Given that the threshold is a = .7, this indicates that PSS10 meets the standard for reliability, 

whereas WAI falls just within an acceptable range. 

A correlation was run to determine if there is a relationship between PSS10 and WAI. A 

significant correlation was found (r(80) = -.500, p < .001). This means that a higher score on 

PSS10 is significantly related to a lower score on WAI.  

 
Table 1. Descriptive statistics and correlations for variables  

Variable N Mean Min Max SD Var 1 2 3 4 5 

1. WAI_Score 80 40.500 29 46.500 4.336 18.804 -     

2. PSS_Score 81 13.247 4 28 5.649 31.913 -.500** -    

3. Gendera 81  0 1  .145 .000 -.177 -   

4. Age 81 43.230 22 65 11.567 133.807 -.024 -.069 -.077 -  

5. Size of 

employment 

81 33.150 16 40 6.989 48.853 -.016 -.065 .263* -.228* - 

a 0 = women and 1 = men         *p<0.05, **p<0.01 

 

Hypothesis testing 

 

Before the regression analysis, several assumptions were checked. The test for normality, 

Kolmogorov-Smirnov test, indicating that none of the variables show a normally distributed 

shape. The variable WAI_Score has a negatively skewed shape. The explanation for this lies 

in the tendency of employees to rate their own work ability towards the higher end of the 

scale when self-assessing. For PSS_Score the shape is positively skewed, because most 

individuals have coping strategies that help them manage stress effectively. Only a minority 
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may experience extreme levels of stress because of limited coping resources, support systems, 

or personal resilience. Gender shows a positively skewed shape. This is explainable, because 

the majority of all employees is female in primary schools the Netherlands. 67 women and 14 

men participated, which results in 82.7% women in this study. This percentage is 

representative for the population in the Netherlands (Ministerie van Onderwijs, Cultuur en 

Wetenschap, n.d.). In 2023, 84.8% of the total population in primary education was female. 

Age is also positively skewed in this study. This is linked to a female dominated population in 

the Netherlands. Therefore, the data is skewed, but representative. Regarding size of 

employment, most participants work full time. 

 The assumption of linearity was checked by analyzing the scatter plot, which revealed 

that the independent variable has a linear relationship with the dependent variable. 

Multicollinearity was measured using VIF, and none of the variables were found to 

problematically correlate with each other.  

The hypothesis was tested using multiple regression analysis with 2 models. The first 

model includes the control variables gender, age, and size of employment. The second model 

also includes the explanatory variable PSS_Score.  

The control variables gender, age and size of employment show insignificant results 

(F(3.76) = .027, p = .994), meaning that the control variables do not contribute to significantly 

explaining variance in WAI_Score. Adding PSS_Score generates significant results (F(4.75) 

= 7.026, p < .001), meaning PSS_Score does significantly explain variance in WAI_Score. 

The first model showed R² = .001 meaning .1% of variance of WAI_Score is predicted by the 

control variables gender, age and size of employment. Model 2 shows R² = .273, meaning 

27.3% of the variance in WAI_Score is predicted by gender, age, size of employment, and 

PSS_SCORE. The regression coefficient of PSS_Score, b = -.540, showed a significant result 

(t(80) = -5.291, p < .001). This indicates that the independent variable PSS_Score uniquely 

contributes to the explained variance in WAI_Score. Meaning that employees experiencing 

stress induced by life events show decreased work ability. 
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 Multiple regression analysis (WAI_Score) 

Variable Model 1 Model 2 

PSS_Score  -.540*** 

Gender .004 -.127 

Age -.029 -.092 

Size of employment -.024 -.036 

R² .001 .273*** 

R2 Change  .272*** 

N 80 80 
#p <.1. ** p <.05. *** p <.01 

 

Since Cronbach’s alpha just satisfied the minimum requirement of a = .7 for the variable 

WAI, it was deemed interesting to run a regression analysis for every dimension separately to 

see the contribution per dimension. Thus, for each regression the dependent variable changes 

to another dimension of WAI. The first model contains the control variables gender, age, and 

size of employment. In the second model, the independent variable PSS_Score is added.   

 The regression analysis for the dimensions ‘current work ability compared to lifetime 

best’, ‘work ability in relation to job demands’, ‘estimated work impairment due to diseases’, 

and ‘mental resources’ delivered similar outcomes compared with the regression analysis with 

the complete WAI score. Only the second model contributes significantly to explaining 

variance in the dependent variable. Even more so, only the PSS score contributes significantly 

to explaining variance in the dependent variable, with a strong negative regression coefficient.  

The dimensions ‘number of current diseases diagnosed by a physician’, ‘sick leave 

during the past year’, and ‘self-prognosis of work ability two years from now’ show deviant 

results.  

The regression analysis with the dependent variable ‘number of current diseases 

diagnosed by a physician’ shows somewhat different results. Model 1 explains just 9.6% of 

the variance in the number of current diseases diagnosed by a physician (R2 = .096), and this 

is almost significant (F(3.77) = 2.713, p < .1). The regression coefficient of age, b = -.256, 

showed a significant result (t(80) = -2.296, p < .05). Meaning age contributes to explaining 

variance in ‘number of current diseases diagnosed by a physician’. The second model 

explains slightly more variance, R2 = .119. This model is significant (F(4.76) = 2.555, p < 

.05). Since the explained variance increased slightly, F change is not significant (p = .164). In 

the second model, gender shows b = -.196, and turns almost significant (t(80) = -1.733, p < 

.1). The regression coefficient of age changes to b = -.270, and stays significant (t(80) = -
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2.429, p < .05). Indicating gender and age explain variance in ‘number of current diseases 

diagnosed by a physician’. 

Looking at the regression for the variable ‘sick leave during the past year’, the second 

model shows explained variance of 41.5% (R2 = .415), which is significant (F(4.76) = 3.945, 

p < .01). The regression coefficient for PSS_Score, b = -.344, is significant (t(80) = -3.233, p 

<.01), indicating PSS_Score is explaining variance in the variable ‘sick leave during the past 

year’. This means that a higher score on PSS10 is associated with a lower score on sick leave 

during the past year. Gender shows a regression coefficient of b = -.245, which is significant 

(t(80) = -2.227, p < .05), indicating that gender explains variance in ‘sick leave during the 

past year’.  

 Neither model is a good fit in the regression analysis for the variable ‘self-prognosis of 

work ability two years from now’. Both models explain a minimal amount of variance and 

both models are not significant. In the second model, PSS_Score shows a regression 

coefficient of b = -.263, which is significant (t(80) = -2.353, p < .05). This means that 

PSS_Score contributes to explaining variance in ‘self-prognosis of work ability two years 

from now’. 
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Multiple regression analysis of all WAI dimensions separately 

 Current 

work 

ability 

Work 

ability in 

relation to 

demands 

Number of 

current 

diseases 

Work 

impairment 

Sickness 

absence 

Own 

prognosis 

of work 

ability 

Mental 

resources 

Model 1        

Gender -.097 .030 -.170 -.037 -.185 .023 .118 

Age .020 .036 -.256** -.139 .042 .039 .215# 

Size of 

employment 

.199# .095 -.106 -.082 -.098 -.135 .168 

Model 2        

Gender -.180# -.045 -.196# -.109 -.245** -.023 .018 

Age -.024 -.004 -.270** -.177 .010 .015 .161# 

Size of 

employment 

.180# .078 -.112 -.099 -.112 -.146 .144 

PSS_Score -.474*** -.432*** -.154 -.418*** -.344*** -.263** -.577*** 

R2 Model 1 .038 .011 .096# .023 .058 .021 .078# 

R2 Model 2 .253*** .190*** .119** .190*** .172*** .087 .398*** 

R2 Change .215*** .179*** .023 .167*** .114*** .067** .320*** 

N 80 80 80 80 80 80 80 
#p <.1. ** p <.05. *** p <.01 

 

In conclusion, analyzing each dimension separately presents a pattern similar to the regression 

analysis that combines all dimensions into a single score. Nevertheless, gender and age 

significantly contribute to explaining variance in the variables occasionally, but this is limited 

to a few dimensions. And just for one dimension, the PSS score did not significantly explain 

variance.  
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Discussion and Conclusion 
 

This study aimed to acquire a better understanding of how employees’ perceived stress level 

induced by life events relates to their work ability. The association between stress and work 

ability has already been investigated. However, this study offers a new perspective by 

focusing on perceived stress induced by life events. In addition, the context of primary 

schools in the Netherlands in combination with perceived stress induced by life events 

relating to work ability provides a distinct research context. Previous studies suggested that 

increased perceived stress would lead to a decrease in work ability. The research question was 

answered by conducting a survey across several organizations, which yielded 81 participants. 

To determine the link between the variables, the data was analyzed using multiple regression 

analysis. 

 

Theoretical implications 

 

This study aims to address the theoretical gap concerning the under-explored impact of 

perceived stress caused by major life events, on workability regarding teachers in primary 

schools in the Netherlands. Specifically, this study addresses the effect of major life events 

that occur in both the work domain and non-work domain. Generally, when studies include 

perceived stress to show a decline in work ability, perceived stress is limited to work related 

stress (Cantarelli et al., 2023; Tuomi et al., 1991; Van Den Berg et al., 2009). This study 

provides a more holistic approach to work ability and its influential factors to fill this gap in 

the literature.  

This study makes some theoretical contributions to the field of sustainable 

employability. Utilizing crossover-spillover theory, which emphasizes that perceived stress in 

one domain in an employee’s life has an effect on perceived stress in the other domain, non-

work-related perceived stress was assumed to have a similar impact on employee well-being 

as work-related perceived stress and therefore on work ability (Bakker et al., 2009; Demerouti 

et al., 2005). This study explores how perceived stress induced by major life events, in all 

domains of an employee’s life, affects work ability. The addition being, that all major life 

events in all domains of the employee’s life contribute to the amount of perceived stress. The 

exploration revealed that perceived stress induced by major life events from both the work 
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and non-work domain contributed to decreasing work ability for teachers in primary schools 

in the Netherlands.  

The study's findings align with the existing literature outlined in the theoretical 

framework. This study confirms that perceived stress induced by major life events negatively 

impacts work ability, as expected, even when major life events occurring in the non-work 

domain are included. An unexpected finding was that the control variables did not help 

explain a decrease in work ability, despite this being anticipated based on the literature. The 

control variables only contributed to explaining a decrease in some dimensions of work 

ability when analyzed in separate regression analysis. Gender and age contributed in varying 

degrees to just 2 dimensions of the WAI. The conclusion is, according to this study, the 

variables age and gender contribute to predicting decreases in the dimension ‘number of 

current diseases diagnosed by a physician’ and gender contributes to predicting decreases in 

the dimension ‘sick leave during the past year’.  

These findings reinforce the necessity of adopting a holistic framework when 

assessing sustainable employability, emphasizing that work ability cannot be understood 

without including personal life stressors. This study shows that employees do not only get 

influenced in the vacuum of the work domain but are equally influenced by their non-work 

domain. Thus, when developing models to predict work ability, the influence of perceived 

stress should be considered more comprehensively, including both workplace-related factors 

and stressors arising from employees' personal lives. This will help to create improved models 

that are more capable of predicting work ability for teachers in primary schools in the 

Netherlands. 

 

Practical implications 

 

This research helps primary schools in the Netherlands understand how their teachers 

experience stress induced by life events and how this affects their work ability. Whether these 

life events happen within the work environment or not, they contribute to a decrease in work 

ability. It presents primary schools with the opportunity to prevent a decrease in work ability 

when an employee experiences major life events. When teachers express that they are 

experiencing perceived stress induced by major life events, the organization could employ HR 

practices to mitigate the perceived stress. An HR practice aimed at aligning work and non-

work life in a manner that best suits the employee, is known as I-deals (i.e. the idiosyncratic 
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deals made between employees and their organization) (Bal et al., 2012). I-deals are 

voluntary, personalized agreements of a nonstandard nature negotiated between individual 

employees and their employers regarding terms that benefit each party (Bal et al., 2012; 

Rousseau et al., 2006). Those I-deals show the potential to mitigate the effects of perceived 

stress induced by life events, because the individualized character of these I-deals allows for a 

suitable solution for changes in the lives of teachers that experience major life events. 

An essential condition for primary schools to deploy any HR practice is a safe 

organizational culture. In this culture, individuals are encouraged to share their opinions, 

concerns, or mistakes without fear of penalties or humiliation. This environment is referred to 

as psychological safety (Edmondson et al., 2007). Teachers should feel free and safe to share 

details of their personal and work life with colleagues and managers, without fear that this 

will influence relationships, opinions, and career opportunities. If teachers do not feel safe 

sharing those details, employers will not be able to detect if major life events occur in 

teachers’ lives and therefore will not be able to deploy HR practices to mitigate the effects to 

prevent work ability from decreasing. 

There is also an ongoing ethical discussion to be pointed out here. Primary schools and 

HR managers should decide to what extent they are willing to intervene in teachers’ personal 

lives. This study suggests that all major life events have the potential to be a source of 

perceived stress. An argument can be made that primary schools have an interest in mitigating 

the effects of all major life events to prevent work ability from decreasing. Primary schools 

should ask themselves to what extent this is desirable or/and productive.  

In the data analysis, it appeared that the dataset used in this study is representative of 

teachers in primary schools in the Netherlands. So, conclusions drawn from this study could 

be applied to all teachers in primary schools in the Netherlands. 

 

Limitations and future research 

 

This thesis, while making contributions to the theoretical and practical understanding of the 

relationship between perceived stress induced by life events and work ability, is not without 

its limitations. These limitations concern primarily sample size, its specific target group, the 

gender ratio in this study, and the research design. 
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 This study was based on the data of 81 participants, which makes for a relatively small 

sample size. This may limit the generalizability of the findings to its population. Therefore, 

future research could pursue a larger data set to enhance the generalizability of this research. 

 The target group for this research was specific, namely teaching staff in primary 

schools in the Netherlands. This limits the generalizability of this research. Although this 

research is generalizable to primary school teachers in the Netherlands, it lacks the ability to 

generalize to different industries in the Netherlands. Future research could focus on different 

target groups to compare results. This could lead to a more robust and representative data set, 

which could yield more generalizable results for the rest of the Dutch workforce.  

 The gender ratio in this research forms another limitation. It opens this research up to 

over- or underrepresentation of gender-specific traits and bias in results. To minimize these 

limitations, future research should aim for a more balanced male-female distribution when 

designing studies.  

 Another limitation of this study is its cross-sectional nature. The limitations of a cross-

sectional study are the inability to measure causality, temporal ambiguity, risk of recall bias, 

and the potential for confounding variables. Future research could design a longitudinal study 

to counteract those limitations.  

 Another suggestion for future research could be to select different control variables. 

The variables gender, age, and size of employment were chosen because they were the most 

apparent control variables for this study. Another possible control variable could be ‘years of 

experience’ or ‘educational level’. Both control variables are also widely used as control 

variables in this field of research. 

 

Conclusion 

This thesis started with the research question: How does perceived stress induced by life 

events relate to an employee’s work ability in primary schools in the Netherlands?’ After a 

review of existing literature, the associated hypothesis was ‘perceived stress induced by life 

events has a negative effect on work ability.’ The hypothesis was accepted after data analysis. 

This means that perceived stress induced by life events has a negative effect on work ability 

of teachers in primary schools in the Netherlands. Gender, age, and size of employment have 

no significant relationship with the effect of perceived stress induced by life events on work 

ability. This study contributed by including all major life events, work-related and non-work-

related, in measuring perceived stress, causing work ability to decrease. 
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Appendix A 
 

 

 

Figure 2 Social Readjustment Rating Scale (SRRS) (Holmes & Rahe, 1967) 
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Appendix B 
 

Figure 3 House of work ability (Ilmarinen et al., 2005) 
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Appendix C 
 

Boxplots, Histograms, Q-Q plots, scatterplot, and  
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Appendix D 
 Questionnaire: 

 

In het eerste deel van de vragenlijst wordt u gevraagd naar uw gevoelens en gedachten 

gedurende de laatste 4 weken. Wilt u bij iedere vraag aangeven hoe vaak u zich op een 

bepaalde manier voelde of hoe vaak u op een bepaalde manier dacht? Alhoewel sommige 

vragen veel op elkaar lijken, zijn er toch verschillen, en u dient ze allemaal als een aparte 

vraag te beschouwen. U kunt de vragen het beste vrij snel beantwoorden. Probeert u dus niet 

het aantal keren dat u zich op een bepaalde manier voelde bij elkaar op te tellen, maar kies dat 

antwoord wat een redelijke schatting lijkt. Selecteert u alstublieft bij iedere vraag een vakje 

om uw antwoord in te vullen.  

 

Gedurende de laatste 4 weken: 

 

l.  Hoe vaak bent u van streek geweest omdat er iets onverwachts gebeurde? 

Nooit     0 

Bijna nooit   1 

Soms    2 

Vrij vaak   3 

Zeer vaak   4 

 

In dit deel van de vragenlijst wordt u gevraagd naar uw werkvermogen. Werkvermogen is een 

term om aan te duiden hoe goed u, nu en in de nabije toekomst, in staat bent uw werk te 

voldoen met betrekking tot werkvereisten, gezondheid en psychische hulpmiddelen. Selecteer 

per vraag het antwoord dat volgens u het beste bij uw situatie past.  

 

Kenmerken werk 

11. Welk soort taken verricht u in uw werk? 

Voornamelijk geestelijk (psychisch) inspannende taken   

Voornamelijk lichamelijk inspannende taken    

Zowel geestelijk (psychisch) als lichamelijk inspannende taken  

 

 


