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Abstract 

Unemployment has long been considered a risk factor for mental health. While job-

search is an extremely draining and stressful process, the job-search systems that 

jobseekers use do not have to be. Among the many pressuring factors that are known to 

contribute to stress, it remains unexplored how job search systems UX impacts 

jobseekers. This study aimed at identifying and understanding job search systems 

related stressors based on existing stressor characteristics and on stressless design 

heuristics. To achieve this goal, semi-structured interviews were conducted in 

combination with a survey. Thematic analysis was performed to identify themes; and a 

survey was conducted to gather the broader sentiment on job search experience. 

The results show that existing stressless design heuristics are effective in thinking 

design for stress; as new themes emerged, three new heuristics are proposed.  

The 3 main stressors identified are related to poor UX in terms of feedback systems, 

complex interactions to fill in application forms, poor job description quality combined 

with a wanting job search capability. The major reasoning for the identified stressors is 

that they are perceived as hindrances towards the main goal – getting a job.  

Stressor’s impact appears in the form of lowering job search engagement and making 

jobseekers develop a negative attitude towards online job search. 

One important finding is that these stressors only become visible over time; this might 

have an implication on how software is tested and evaluated for stress.  The findings 

were discussed in view of previous studies, practical and scientific implications are 

presented as well as suggestions for future research. 
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1. Introduction 

 “Love and work…work and love…that’s all there is” are the words of Sigmund Freud 

who has proposed that love and work were the most important aspects of human life. 

Regarding work, unemployment has long been considered a risk factor for mental 

health. Many studies have demonstrated that unemployment exerted a negative impact 

such that, in young people, it is reported to lead to depression, alcohol abuse, and drug 

use and associated with lower self-esteem and levels of satisfaction with life (Prause 

and Dooley, 1997; Axelsson and Ejlertsson, 2002; Shin et al., 2008).  

The coronavirus pandemic has brought forth this reality to the surface more than ever 

with many people laid off and recent graduates finding it hard to land that dream job or 

even any job. 

Apart from coping with the overall feeling of unemployment, the process of job search 

can also become detrimental to one’s mental health. Learning to deal with the 

disappointment of rejection and the anxiety of job interviews, writing resumes and 

cover letters day-in, day-out. This is a tedious and emotionally draining process that has 

led many to what is called job-search stress, burnout, or fatigue (Wanberg et al., 2020; 

Lim et al., 2016).  

While job-search is an extremely draining and stressful process, the job-search systems, 

and applications that jobseekers use do not have to be. Creative ways by innovations in 

design need to be introduced to mitigate sources of stress in the context of software user 

experience interactions as well as integrating elements that induce relaxation or calm. 

 

1.1 Problem Statement 

Studies have shown that repeated rejection can create a feedback loop in which job loss 

begets mental health troubles, which, in turn, hinders future job prospects (Wanberg et 

al., 2020). According to studies by Indeed.com (2021) the average duration of 

unemployment until finding a new job is of six months which can vary depending on 

the area and skillset demand, economic conditions, location, experience, length of 

unemployment, professional network etc.  

In the age of the internet, jobseekers have access to a broader range of job opportunities 

and can access thousands of job ads through social networks, job boards, company 

websites and others. Job search platforms will typically offer a search mechanism to 

view job ads and apply directly or be redirected to recruiters’ websites; match-making 

algorithms are used to help candidates spend less time searching or even more 

innovative mobile UIs that emulate the famous Tinder swipe-right swipe-left behavior. 

To understand stress effects in Human-Computer-Interaction requires the study of the 

task (job search), human factors, and focus on the transaction between the human and 

the task as the primary element of analysis (Szalma & Hancock, 2012). 

It can be hard to draw lines of direct causality of stress and sources of stress in such a 

heavily stress-prone activity which encompasses multiple external (financial, social 

etc.) and internal (low self-esteem, mental breakdown, etc.) sources of stress. Moreover, 

the individual coping mechanisms that serve as a mitigation process are not well known.  
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However, (Hancock & Warm, 1989) proposed that the task at-hand is the proximal 

source of stress. On that basis, stress mitigation strategies should also focus on the 

redesign of the task and the interfaces of job search systems. 

(Lupien et al., 2007) have proposed a set determinant factors or characteristics of 

stressors (sources of stress) from which (Moraveji & Soesanto, 2012) went further to 

provide a set of design heuristics to specifically consider usability aspects to create, not 

only user-friendly, but stress-less designs. While these heuristics are useful, they are 

very generic. Apart from that, not all have been empirically tested. It is also important 

to understand how much these heuristics cover on a specific domain such as job search 

systems and on specific platforms (web, mobile). Moreover, to move closer to 

identifying concrete UX aspects that constitute sources of stress. 

To redesign the systems, it is important to be able to predict what elements might be 

sources of stress in an interface. 

To be able to redesign UIs and improve UX aspects of job search it is necessary to 

understand the mapping of stressors throughout the user journey of job search. Such 

mapping is necessary to be able to perform a better assessment of concrete UX 

elements. 

Interest in user interfaces and stress has brought forth what has been coined “Calming 

Technology or Calm Tech - CT”. Calming technology aims to reduce the presence of 

factors that are perceived as sources of stress (stressors), or they can enhance relaxation 

responses by introducing “calmors” – sources of calm. 

Therefore, the current study aims to investigate the UX aspects perceived as stressors 

by jobseekers throughout their job search journey while looking more closely on the 

tools and systems, which they use to search, and apply for jobs.  

The results in this study can serve as an entry point to discuss the need for further 

research and offer insights for job search systems designers. In addition, for the Swedish 

Public Employment Service to enable a discussion to improve the job-search process in 

the context of job search systems and tools following a more jobseeker-centered 

approach where the most interested and vulnerable party is on the center stage – the 

jobseeker. 

 

1.2 Purpose and Research Questions 

This study is based on existing stress-less design heuristics and broad knowledge on 

design psychology and seeks to expand and further specify them in the context of job 

search systems.  

The goal is to identify and understand the sources of stress that jobseekers encounter 

on their interactions as well as identifying opportunities for the introduction of calming 

mechanisms. Thus, the following research questions are proposed: 

 

RQ1: What aspects of the job search journey contribute to perceived stress by 

jobseekers? 

This is an exploratory question to identify diverse issues in an end-to-end analysis of 

the user journey during a job search. Stress is a subjective and multi-dimensional reality 
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that can span across different levels and elements of a user’s experience. In this case, 

the UX refers not only to product related aspects. 

 

RQ2: Why are these aspects stress inducing? 

The goal is to uncover the reasons why the identified aspects are perceived as sources 

of stress. Then categorize them according to the existing stress-less design heuristics 

and stressor characteristics. This will allow for the identification of aspects that do not 

fit in existing categories as well as to enrich the existing design heuristics with concrete 

use-cases or descriptions. 

 

RQ3: How do job search systems related stressors influence the progression of job 

search? The aim is to understand how jobseeker’s performance is affected by stressors 

broadly. 

 

1.3 Scope and Delimitations 

This study does not aim to measure stress responses of jobseekers but rely on self-

reported information about one’s experience during job search. The study does not aim 

to design any system to test or experiment with the heuristics either but rather to explore 

existing technology to investigate the coverage of such heuristics and identify where 

design work is needed. This is not a longitudinal study and therefore the various facets 

of stress that could be evaluated across time are not considered but rather it is the 

capturing of jobseekers’ snapshot experience. 

 

1.4 Outline 

Chapter 1 starts by contextualizing the study and presenting the purpose and the 

research questions that guide the study. Next, in chapter 2, the research design chosen 

for achieving this purpose is presented. Research design contains the approach, choice 

of methods and the analysis design and process as well as the reliability and validity 

aspects; it ends with the ethical considerations of the study.  

Chapter 3 lays the theoretical foundation of the study and includes previous studies on 

stress generally, stress induced by unemployment, job search stress, stressor 

characteristics, design heuristics and calming technology.  

Chapter 4 presents the results and the analysis; the first part contains the thematic 

analysis and then the survey data analysis. This is followed by the discussion of the 

findings and of the method in chapter 5.  

Finally, chapter 6 presents the conclusions, implications, and suggestions for future 

researchers. 
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2. Method and Implementation 

The aim of this study was to explore jobseeker’s experience with job search systems in 

terms of stress; such understanding will allow us to expand on existing stress-less 

design heuristics and move closer to more concrete identification of UX aspects that 

contribute to stress. 

The relative nature of stressors, the genericity of stressor characteristics and even 

somewhat vagueness of existing stress-less design heuristics, the difficulty in 

measuring stress makes exploratory research more suitable.  

The study followed a mixed method approach collecting data from interviews and a 

survey. The data was collected quasi concurrently, with the interviews starting first and 

survey conducted mid-interviews. 

The survey was used to collect demographic information, job search status, job search 

experience overall assessment and served as a selection point for more participants. The 

survey aimed to understand trends on opinions from a wider sample of jobseekers.  

The interview was more in-depth and aimed to capture participants feelings, behaviors, 

and their reasons. 

For interview data analysis, a thematic analysis was performed through which 

categories and themes were developed in connection with the research questions. The 

survey data was analyzed with simple descriptive statistical methods and its results 

connected with qualitative analysis. 

 

2.1 Research type 

In terms of research types, three categories are distinguished: exploratory, descriptive, 

and explanatory. Exploratory research is generally used to investigate a problem which 

is not clearly defined or conducted to better understand the existing problem, but 

without providing conclusive results. The researcher starts with a general idea then 

identify issues that can be the focus for future research (Creswell, 2014; Williamson, 

2002). Descriptive research on the other hand has the focus on descriptive accuracy and 

profiling of a phenomenon. While the explanatory design aims to study the relationship 

between variables and explain their relationship (Saunders & Thornhill, 2009). 

Because the grounds of the fields of study on stress, job search stress, stress-less design 

are not yet grounded with many questions still to explore, the most fitting for this study 

was the exploratory research. 

 

2.2 Research approach 

Research approaches are procedures describing the steps from broad assumptions to 

detailed methods of data collection, analysis, and interpretation (Creswell, 2014; 

Fowler, 2008). There are three main approaches: quantitative, qualitative, or mixed. 

The choice depends on the nature of data necessary to answer the research questions. It 

is worth noting that qualitative and quantitative approaches are not as rigid, opposites 

or dichotomies. Instead, they represent different ends on a spectrum (Newman & Benz, 
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1998). A study may be more qualitative than quantitative or vice versa or mixed (in the 

middle of the continuum by incorporating elements of both approaches). 

Often the distinction between qualitative research and quantitative research is defined 

in terms of numbers (quantitative) than words (qualitative) or closed-ended questions 

(quantitative hypotheses) rather than open-ended questions (qualitative interview 

questions). 

Quantitative research is an approach for testing objective theories by examining the 

relationship among variables, which in turn, are measured and analyzed using statistical 

procedures (Creswell, 2014; Creswell & Plano Clark, 2011). 

Qualitative research is an approach for exploring and understanding the meaning 

individuals or groups ascribe to a social or human problem.  

Mixed methods then involve combining or integrating qualitative and quantitative 

research data in a research study by collecting multiple forms of data, like observations 

and interviews with traditional surveys (Lazar et al., 2010; Creswell & Plano Clark, 

2011). 

Jick (1979) cited in Creswell (2014) coined the term triangulation of data sources “a 

means for seeking convergence across qualitative and quantitative methods”.  The basic 

assumption in the value of mixed methods was the idea that all methods had bias and 

weaknesses and the collection of both forms of data neutralized the weaknesses of each 

other. An important note is that a mixed methods approach might tend to be quantitative 

or qualitative depending on what is considered primary or supportive data source. This 

study relied on more qualitative data collection and analysis and on quantitative data as 

supportive.  

Therefore, this study followed a mixed method approach to capture all necessary 

aspects to respond to the research questions. A mixed methods research design, more 

specifically, informs how one collects, analyzes, and mixes quantitative and qualitative 

methods in a single study to understand a research problem (Creswell & Plano Clark, 

2011). 

In this case, we aimed to explore and understand jobseekers experience with job search 

systems in terms of a problem – job search stress on the context of job search systems 

used. We aimed at allowing emerging questions, and inductively analyze data from 

particular to general themes - qualitative. Apart from that, we aim to visualize how job 

search systems aspects fare in comparison with other aspects of the job search journey 

and identify any trends and attitudes and opinions with regards to stressors identified 

during job search - quantitative. 

 

2.3 Research design 

A research design informs how one collects, analyzes, and interprets data using 

quantitative and or qualitative research methods (Lazar et al., 2010; Creswell, 2014; 

Denzin & Lincoln, 2011).  

The choice is on whether the intent is to specify the type of information to be collected 

in advance or to allow it to emerge from participants in the study. In addition, the type 

of data analyzed may be numeric information or text information, voice recording or 
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video. Researchers then either make interpretations of the statistical results, or the 

themes and patterns that emerge from the data (Creswell, 2014). 

This study combines a more dominant qualitative design with a supportive quantitative 

design in a mixed method design. 

2.3.1 Mixed Method Design Type 

There are four important aspects to define what specific type of design is chosen: 

timing, weighting or priority, mixing, and theorizing (Lazar et al., 2010; Creswell, 

2014).  Because the study does not have a theory to use as support the theorizing aspect 

was ignored. The timing aspect refers to whether the quantitative and qualitative data 

collection methods will be in phases (sequentially) or gathered at the same time 

(concurrently) (Lazar et al., 2010; Creswell & Plano Clark, 2011).  

Due to the limited amount of time for the research a concurrent approach was followed.  

The second aspect is the priority on the form of data collected. In this case, the priority 

was the qualitative data which provides in-depth details about jobseekers’ experience 

and the quantitative a supportive role to correlate to a bigger sample of participants self-

reported experience in terms of trends and opinions.  

The third aspect has to do with when and how the data is mixed or combined. Mixing 

means either that the qualitative and quantitative data are merged on one end, kept 

separate on the other end of the continuum, or integrated between these two extremes).  

Mixing can be connected, integrated, or embedded (Creswell, 2014; Creswell & Plano 

Clark, 2011). Connected when data is mixed between the analysis phase of the first 

method and the data collection phase of the second. Integrated means both data 

collection methods are applied concurrently and merged. In this regard, the study is 

connected.  

2.3.2 Mixed Method Design Strategy 

There are six strategies to highlight: concurrent design, sequential design (explanatory 

or exploratory), embedded design, transformative design, and multiphase design. The 

first four are considered basic and the last two more complex methods (Creswell, 2014). 

The concurrent design aims to collect both quantitative and qualitative data 

simultaneously and generally, both have equal priority. The sequential design collects 

data in phases and depending on the priority the quantitative might come first - 

explanatory, or the qualitative first - exploratory; moreover, both forms of data are 

equally important for the analysis or interpretation of the data. The last is embedded 

design in which data is collected at the same time but one form of data has more priority 

than the other, having the other as supportive. This study followed an embedded design 

strategy. The following diagram illustrates the different types of mixed method 

strategies presented. 
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Figure 1 Type of mixed method designs: Creswell (2014) 

 

2.4 Qualitative Design 

As previously stated, this study relies more on qualitative data as its priority source and 

the survey data as supportive. The data was collected through a qualitative interview. 

The goal was to interview participants to gain insights by exploring open-ended 

questions mainly concerning their interaction with job search systems. 

2.4.1 Interviews 

In qualitative interview, researchers ask participants one or more open-ended, general 

questions and record their answers. These answers are later transcribed into a computer 

file for analysis. It is a useful method for learning about the user’s thoughts and attitudes 

(Creswell, 2014; Unger & Chandler, 2012).  

The data from the interviews is self-reported and therefore better for capturing feelings, 

perceptions, and experiences. (Blandford, 2013; Pernice, 2018). 

When you cannot directly observe participants, interviews permit participants to 

describe detailed personal information while allowing the interviewer better control 
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over the types of information received as the interviewer can ask specific questions to 

elicit this information. 

However, a few disadvantages can be pointed out which require interviewers to be 

attentive to such as that (Creswell, 2014):  

▪ Information provided is filtered through the views of the interviewer. 

▪ the interviewee may only share what they want the researcher to hear and 

therefore be deceptive. 

▪ the presence of the researcher may affect how the interviewee performs. 

▪ interviewee may not be articulate, perceptive, or clear. 

▪ Researchers need to be able to handle emotional outbursts, and use icebreakers 

to encourage individuals to talk and be able to say little during the interviews 

▪ In addition, handling recording, and transcribing equipment may be a problem 

if researcher is not well skilled 

The interviews can be either structured, semi-structured or non-structured – with 

varying degrees of openness of questions. 

For this study a preference is for semi-structured interviews because they combine 

predefined questions with more open-ended questions which allows room for 

adaptation, by incorporating the immediate insight from previous interviews and survey 

data (Blandford, 2013; Wilson, 2014). Allowing certain degree of freedom in 

exploration, is crucial for enabling identification of new issues and topics.  

2.4.2 Means of interview 

The interviews can be either one-on-one (one individual) or focus-group (a group of 

individuals) (Creswell, 2014). For this study, a one-on-one interview was followed 

because of the nature of information collected which can be seem as sensitive and to 

allow freedom for the participants to share. Apart from that, coordinating a focus group 

meeting could be more complicated. 

Every interview was conducted online due to the current health situation with the 

corona virus pandemic. Therefore, researchers have chosen to use the video 

conferencing systems Zoom and Skype which have the possibility to record audio and 

share screen. In case of convenience for the participants, telephone interviews were 

carried out because with current technology recording with a smartphone is very easy 

and the audio has very good quality. 

For exploratory studies, audio recordings are especially important to make sure all 

aspects are captured for later analysis, even those that might be missed or overlooked 

during notetaking (Blandford, Furniss & Makri, 2016). 

2.4.3 Structure of the interview 

(Blandford, Furniss & Makri, 2016) have proposed a baseline for conducting an 

interview. This baseline is flexible to the needs of the researcher, so the final structure 

was defined as: 

▪ Conversation warm-up 

▪ Ethical considerations – consent for recording, storage, and use 
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▪ Introduction to the research study 

▪ Beginning of the interview 

▪ Questioning 

▪ Closing the interview 

 

In the conversation warm-up the interviewers introduced themselves and aimed to make 

the participant comfortable and ready while emphasizing on the ethical considerations 

of the study. This step was important so that the participant was relaxed and not 

intimidated by the presence of the researchers and be more open to share. 

The participants were made aware of the goals of the study and the nature of questions 

to be asked and to consent to provide further information. 

The following step was to ask for consent for recording the audio and or video and to 

keep the data in storage for as long as necessary (see Appendix A for consent form). 

Specific care was to inform participants about the anonymization of the data. 

This study relied on participants altruism and willingness to provide the information 

elicited and so no compensation was offered. 

 

2.4.4 Composition of interviewers 

(Wilson, 2014) recommends a team of at least 2 people interviewers to help bring 

another perspective and for notetaking. Because of the semi structured nature of the 

interviews, it is good to have one person leading the interview and another more 

involved in the discussion, and then have another person handling notetaking and 

recording. Due to the technology used, recording is very easy. The only remaining tasks 

were driving the conversation and notetaking.  

Because interviews were conducted at the convenience of participants it was not 

possible to have both interviewers present in all sessions. This probably limited the 

note-taking abilities of the interviewer to some extent but overall, it worked to a 

satisfying degree. 

 

2.4.5 Pilot testing the interview 

Pilot testing is recommended to ensure that the proposed structure of questions for data 

gathering will elicit the information expected (Preece & Rogers, 2019). For this study, 

one pilot test was held to gather input on the questionnaire. The data from participants 

used for the pilot testing was excluded from the results of the study. 

The pilot study allowed corrections of three interview questions to make them clearer. 

A few questions were removed as most of the time the participants could provide the 

information directly in previous questions. Also, important information was collected 

for the survey. Participants consistently mentioned how it was unexpected that they 

would have to send many applications and that only few companies responded to offer 

interviews. These were added as questions for the survey for instance. For reference see 

interview guide in Appendix C. 
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2.4.6 Interview participant selection 

In user research establishing a definition of the target audience is crucial to be able to 

get the right results. Without any definition of who the users are, we run the risk of 

being biased or incoherent in our analysis and interpretation of the data and end up 

skewing results in a certain direction.  

Selection bias can be introduced in different ways, mainly when the participants are not 

selected randomly (Creswell, 2014; Whitenton, 2019). 

For this study, there were desirable characteristics participants would have to confer to.  

With such characteristics defined, it is then easier to choose the appropriate sampling 

method for the selection of the participants.  

The nature of data to be collected is sensitive and therefore this study relied on 

participants willingness and availability to share their thoughts and experiences. For 

that matter the nonprobability sampling method was chosen. 

In nonprobability sampling, the researcher selects individuals based on availability, 

convenience, and whether they possess some characteristics the investigator seeks to 

study (Creswell, 2014). This fits in what is called purposeful sampling and is useful for 

studies with smaller samples, which is often the case in qualitative studies (Fowler, 

2008; Williamson, 2002). 

Job search is a journey that is undertaken by people at diverse contexts and situations; 

recent graduates, currently employed, unemployed, displaced due to unforeseen reasons 

(like the Pandemic); moreover, people with diverse academic backgrounds will be 

seeking different kinds of jobs and endure different types and levels of pressure. 

 For instance, for non-EU migrants with temporary residency (after studies, or work 

permit), there is the pressure of time before they must leave the country apart from the 

financial burden. For people more experienced and older, the financial pressure to 

support their families. There is also the factor of experience with job search, the job 

market, networking abilities and connections as well as real work experience. 

For this study, the researchers preferred recent graduates from university who had been 

actively searching for a job for at least three months. The graduates should be primarily 

seeking for a job in Sweden. Recent graduates offer the opportunity to understand how 

first-time jobseekers engage job search. It also sets level the amount of job search 

systems to look at as it is expected that participants would use the same type of systems 

used by companies in Sweden.  

Another desired representation is based on spoken languages with a differentiation 

between non-Swedish speakers and Swedish speakers because the language is one of 

the key skills in Sweden. However, non-recent graduates may be interviewed based on 

convenience. 

The more difficult part is the definition of the sample size. (Moran, 2020; Creswell, 

2014) recommend a minimum sample size between 5 to 8 participants; and to cover 

around 10-15 hours of audio (Blandford et al, 2016). However, the most important 

aspect is that there must be enough participants to cover relevant information. When 

adding more participants becomes redundant because information starts to be saturated, 

it shows it might be time to stop.  
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This study aimed to get around 8-10 participants for the interviews which is within the 

minimum recommended for qualitative studies. Each interview was designed to take 

about 45 to 60 min. 

 

2.4.7 Interview Guide 

To conduct the interview, a guide was prepared, see Appendix C - Interview guide.  

The guide was inspired by the description of the job search user journey by (Thanasoulis 

Cerrachio & Ceniza Levine, 2011). Each section reflects a stage in their conceptual 

diagram. The stage research was expanded based on results from the pilot testing of the 

interview and incorporated more specific aspects of job search filtering/browsing, 

selection, filling in information, application, and feedback handling. 

 

 

 

Figure 2 Stages of job search journey, source: Thanasoulis-Cerrachio and Ceniza-

Levine (2011). 

 

The questions were grouped according to each stage. To make sure the data collected 

qualified to respond to the research questions, a map was prepared composed of the job 

search stages, user goals, stressless design heuristics and stressor characteristics. 
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Following is a description of the interview guide, see Appendix C for details. 

In section A of the guide is for clarifying information on the survey filled in by the 

participant. Since the survey was also structured based on the same map, questions on 

the survey could be clarified on the order of the sections. This was done case by case 

depending on which questions needed clarification.  

The following section B had the goal of understanding further details on how jobseekers 

prepare for job search. Preparation can have a positive or negative correlation to users 

experience of job search and it is an important aspect for analysis. Most importantly 

was to understand participants expectations and overall feeling and their reasoning 

compared the reality faced. 

The following section C were concerned with job search systems, SERP 1pages, job 

selection and application. In these sections, the questions focused on the participants 

interaction with the different job search systems. Exploring how job search systems 

affect participants perception of stress. This section would relate to part of the survey. 

The following sections D concerned the handling of feedback from employers and 

jobseekers’ attitude. Section E concerned external pressure, more concretely on social 

media and social pressure and coping mechanisms. Social media more concretely 

related to the systems used. 

The final section, F, was reserved for general thoughts on job search systems, 

reflections, and considerations for improvements. 

 

2.5 Quantitative Design 

The quantitative design is supportive to the interview data collected and serves to 

expand on a bigger sample of participants. 

Three main quantitative designs can be identified in consensus among researchers: 

Experimental, Correlational and Survey designs (Lazar et al, 2010; Creswell, 2014). 

Experimental design aims to establish a relation of cause and effect among variables 

previously identified; the goal is to test an idea (or practice or procedure) and therefore 

requires that the researcher have control over the variables analyzed. Correlational 

design on the other hand does not seek a relation of cause-effect but focuses on 

identifying the degree of associations (relationships or correlations) between variables. 

Third is the survey design that aims to identify trends or patterns in the data among 

groups (Lazar et al, 2010; Creswell, 2014; Creswell & Plano Clark, 2011).  

Because this is an exploratory study aiming to identify emerging patterns from the 

jobseekers’ data, a survey design fits better; moreover, there are no identified variables, 

which to control or test. 

2.5.1 Survey Design 

Survey research design provides a quantitative or numeric description of trends, 

attitudes, or opinions of a population by studying a sample of that population with the 

 
1 SERP - Search Engine Results Page is the page that a search engine returns after a user submits a 

search query. 
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intent of either generalizing from a sample to a population or to describe the selected 

sample (Fowler, 2008; Lazar et al, 2010).  

Survey design can be classified based on the timing of data collection. Being either over 

a period - longitudinal, or at one point in time - cross-sectional (Fowler, 2008; Creswell 

& Plano Clark, 2011). This study followed a cross-sectional survey design type as data 

was collected only once and did not follow the participants over time to analyze changes 

in behavior and identify trends. The participants perception and feelings over their job 

search experience was captured only once and represents their self-report that lacks the 

details of a longitudinal study comparing the different stages of progression of the 

participants’ journey. 

The survey questionnaire was administered electronically through Google Forms - a 

web-based survey tool. In the era of the internet, using web-surveys allows for 

flexibility and wider reach of participants. However, it is not certain that the participants 

reached would all be part of the population. The web survey was shared through social 

media (LinkedIn, WhatsApp, and Facebook) as well as mass email. The survey form 

can be seen in Appendix B. 

2.5.2 Survey Sampling Process 

Target Population 

The target population consisted of people who have been engaged with job search for 

the past year. Their status could be either already employed or still unemployed. 

Although a preference is for jobseekers who are searching for jobs in Sweden, it was 

open for other locations.  

Sampling strategy 

There are two main sampling strategies: probabilistic and non-probabilistic. The 

probabilistic strategy is the more rigorous one and seeks to identify a representative 

sample of the population to be able to generalize the results about the population later 

(Lazar et al, 2010; Creswell, 2014). 

The non-probabilistic approach does not seek either a representative sample or aim to 

generalize about the population. It is more concerned with describing aspects of the 

sample. In nonprobability sampling, the researcher selects individuals based on 

availability, convenience, and whether they possess some characteristics the 

investigator seeks to study (Lazar et al, 2010; Creswell, 2014).  

This study aimed at participants with specific characteristics; people currently 

unemployed (or employed at max for 2 months), searching for jobs particularly in 

Sweden for more than 3 months at least. Freshly employed people are accepted since 

their experience of job search would still be fresh enough; people searching for more 

than 3 months (half of the average time it takes to find a job in general) was defined as 

a minimum intuitively. 

The survey on this study contains data that might be perceived as personal, so it was 

convenient to be less rigorous and more opportunistic in the selection of participants 

and so this study used a convenience-based sampling strategy. 

Sample Size 
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Determining the sample size is always a huge challenge in research. Existing sample 

size formulas offer the means to calculate the size of a sample based on a variety of 

factors. The formulas consider several factors important in determining sample size, 

such as confidence in the statistical test and sampling error (Lazar et al, 2010; Creswell, 

2014).  Two formulas used are the sampling error formula for surveys (Fink & 

Kosekoff, 1985) cited in (Creswell, 2014; Fowler, 2009) and a power analysis formula 

for experiments (Cohen, 1977; Lipsey, 1990; Murphy & Myors, 1998) cited in 

(Creswell, 2014). 

(Creswell & Plano Clark, 2011) state that one way to determine the sample size is to 

select enough participants for the statistical procedures planned for use. Sample sizes 

will vary depending on whether it is an experiment, around 15 participants, a 

correlational study, around 30, or a survey, around 350 but also vary on other factors 

specific to the study like availability of participants, budget, and time. 

This study administered a survey based on the availability of participants and deadlines 

for submission. This was one limiting factor for acquiring a bigger sample size. This 

study aimed for a minimum of 50 participants to a max 100. 

 

2.6 Summary of Methods 

Approach Choice of methods Research Questions 

Exploratory 

 

Mixed method design 

• Concurrent 

• Strongly qualitative 

• Connected data mixing strategy 

 

Qualitative 

design part 

Semi-structured interviews 

• Purposeful sampling 

• 8-10 participants 

• Online interview 

• One-on-one 

• Pilot tested 

• Thematic analysis 

RQ1, 2, 3 

Quantitative 

design part 

Survey 

• Nonprobability 

• Convenience based 

• Min 50 participants 

RQ1 

Thematic 

analysis 

Coding methods 

• Emotion coding 

• Thematic coding 

NVivo software 

RQ1, 2, 3 

Descriptive 

statistics 

Measures of Frequency 

Excel software 

Google forms dashboard 

RQ1 

Table 1 Summary of methods 



 

21 

2.7 Data Analysis 

Data analysis in qualitative research is the process of systematically searching and 

arranging the interview transcripts, observation notes, or other non-textual materials 

that the researcher accumulates to increase the understanding of the phenomenon 

(Bogdan & Biklen, 1982; Saldana, 2016).  Huge amounts of data are reduced to raw 

data, then identifying patterns, and finally drawing meaning from data to build a logical 

chain of evidence. 

“It is not a technical exercise as in quantitative methods, but more of a dynamic, 

intuitive and creative process of inductive reasoning, thinking and theorizing” (Basit, 

2003; Saldana, 2013). 

There are a few types of data analysis:  

▪ narrative – when there is a story that details a sequence of events to an outcome; 

discourse – analyze what people say in a cultural context. 

▪ grounded theory – when the goal is to formulate a theory from the data. 

▪ content analysis - refers to the categorization, tagging and thematic analysis of 

qualitative data; but can also be used in a quantitative way. 

▪ thematic analysis – when exploring patterns, understanding aspects of a 

phenomenon that participants talk about frequently or in depth and their 

connection to a phenomenon. (Creswell, 2014; Rosala, 2019). 

For this study thematic analysis was chosen because it fits better as the purpose is to 

explore patterns of experience, opinions, and behaviors from interview data; plus, it is 

commonly used to analyze interview transcripts and there are many software utilities 

that help automate parts of the analysis process. 

 

2.7.1 Process description 

For this purpose, the data from the interview recordings was transcribed from audio to 

text. Although audio is richer than text because it includes emotional information in the 

form of tone of voice, intonations, melody, textual information allows for a more 

extensive search by the reason of using technology for a more intense analysis. Apart 

from that, knowledge from text is more objective and emotional content is harder to 

analyze. 

To avoid bias, it is recommended that more than one researcher do the transcription 

(Blandford, 2013). For the present study, Microsoft word was used for automatic 

transcription of the data. The researchers focused on doing corrections of the software 

mistakes to increase the reliability of the data. This process allowed for memoing and 

more familiarization with the data. The analysis followed the typical steps of thematic 

analysis as follows (Braun & Clarke, 2006): 

▪ Familiarizing with the data 

▪ Generating codes or coding 

▪ Searching for themes or sorting 

▪ Reviewing themes 

▪ Defining and naming themes 
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An important part of the analysis is coding – reading and marking the text with a label 

or phrase - the code (Rosala, 2019; Saldana, 2013). A code can be either descriptive or 

interpretive (subject to the coder’s understanding). Therefore, the familiarization with 

the data was of utmost importance. Those emerging codes are then used for identifying 

the themes. To systematize the coding process, a coding method needed to be defined. 

 

2.7.2 Coding method 

The research questions on this study carry an ontological stance – trying to capture lived 

realities of participants and a phenomenological – trying to understand what those 

realities mean and their reason. Different methods are recommended based on the 

direction of the research questions (Saldana, 2013 & 2016; Adu, 2019).  

For the present study two complementing methods were used: emotion coding and 

thematic coding. 

Emotion coding – to label participants sentiments, feelings, reactions, excitement, and 

sensations during job search.  

Thematic coding – to describe the behaviors, reactions of participants to stressors and 

their reasoning during their job search. 

 

2.7.3 Coding process 

Before the first cycle of coding a pre-coding phase was performed to define anchor 

codes. To facilitate the grouping of codes later, anchor codes are recommended 

(Saldana, 2013; Adu, 2019). Anchor codes are directly connected to the research 

questions and connect the labels to a research question. 

For instance, for RQ1 the anchor code “stressor” was defined; for RQ2 the anchor code 

“reason” for the stressor or for a particular behavior was used; and for RQ3 

“effect/impact”. In that case, every label within a specific anchor code was directly 

connected to the specific research question.  

The second stage was exploring the codes to calculate code frequencies and analyze 

relationships among codes to develop categories or groupings of codes. Based on the 

developed categories, themes were developed.  

The coding process can be done either manually (pen and paper) or electronically (by 

using some software). Each one with pros and cons as described in the following 

section.  

For coding, the stressless design heuristics were used as the base. However, other 

aspects were considered such as UX metrics, HCI fundamentals and findings on design 

psychology. For instance, when participants mentioned that something caused them to 

give up sending an application, it is an indication of abandonment rate and a potential 

source of stress – broken flow, visual impediment, fatigue etc. 
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2.7.4 Coding instrument 

Manual coding refers to the use of pen and paper by printing transcripts and code the 

data by hand. Depending on the size of the data this form of coding can be time 

consuming, exhausting; apart from that analyzing the developed codes becomes more 

difficult. However, it can be efficient for small sized data and does not require any skills 

with technology. 

Another approach is to use electronic coding which speeds up the process and offers 

many benefits in terms of data exploration (querying) and visualization (charts, maps, 

etc.). Therefore, this study used electronic coding with the qualitative analysis software 

NVivo version 1.5.1(940) trial version. 

 
 

2.8  Validity and Reliability 

To confer reliability to the study, the research design chosen is followed consistently; 

there is focus on reasoning each method choice and explaining its execution processes. 

Data collection instruments are presented, and their acquisition explained. This allows 

this study to be replicable.  

In terms of internal validity, since the boundaries of cause and effect in stress in job 

search are harder to draw, the focus is on identifying and understanding job search 

systems related stressors, their overall reasoning and impact. While other aspects may 

impact how stress is experienced, this study does not aim to perform any measurements 

but analyze self-reported data from participants. 

For external validity, participant selection although based on convenience and 

availability tries to ensure enough diversification of participants based on the desired 

characteristics.  

 

2.9 Considerations 

Unemployment is known as risk factor for mental health and therefore deserves 

attention as to how individuals deal with it; it is necessary to understand, in this era of 

technology, how technology impacts the process of seeking employment. Due to the 

sensitive nature of the topic, the study places high emphasis on transparency, privacy 

and on ensuring confidence on the treatment of data collected, processing and storage. 

Thus, no data collection is without consent and all consent is revokable at any time at 

the request of the participants. Participants have the right to request to see exactly how 

the data is stored, processed and the plan to how it will be presented in this report.  

This study does not focus on individuals but on job search systems design issues and 

their impact on jobseekers’ journey. 
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3. Theoretical Framework 

3.1 Stress 

The influence of stress on human behavior has been a topic of inquiry for many years 

having lots of focus on its effect on neuromuscular and cognitive performance 

(Hancock & Warm, 1989). And not without surprise, stress is a causal or correlational 

factor to the six leading causes of death: heart disease, cancer, lung ailments, accidents, 

cirrhosis of the liver, and suicide. When the term stress is used, it generally refers to 

distress – negative stress, which differs from eustress, ‘positive’ stress. In this context, 

stress will be used to refer to distress.  

Stress is conceptually defined as a force that degrades performance capability (the 

power or ability to do something) gradually over time (Hancock and Warm, 1989; 

Selye, 1973, p. 692). 

Stress can be absolute (objective – eliciting a universal uniform response from all 

humans) or relative (subjective to each person). Example of absolute stress is the case 

of accidents, earthquakes and so on; relative stress occurs for instance in public speech, 

which require a cognitive interpretation, called appraisal, whose outcome decides the 

degree in which a stress response will occur (Lupien et al., 2007). 

 Another example of relative stress of particular interest to this study is that resulting of 

the interaction with mal-functioning hardware and software. For software systems, the 

fields on Human-Computer-Interaction, User Experience, Usability Engineering have 

been over the years proposing and improving design heuristics and principles to help 

designers create better design that help users achieve their goals with the best usage 

experience possible. 

However, a usable user interface does not equate to a stress-less user interface. For 

instance, (Moraveji, 2012) shows a twitter client feed that though well designed in terms 

of usability, it is perceived (in part) as stressful because it gives a feeling of overwhelm 

as users feel they can never finish with the information presented as well as inducing a 

continuous assessment of their personal life experience in comparison to others. 

 

3.2 Job Search Stress 

Millions of individuals engage in job search every day. Looking for new jobs to 

improve working conditions. Students search for jobs after finishing their education. 

Unemployed people search for work after being terminated, laid off, or quitting. 

Caregivers need jobs after finishing parental roles. People will engage in job search 

multiple times during their life span (Direnzo & Greenhaus, 2011).  

Due to the corona virus pandemic unemployment rates have been going higher and job 

search has increased while job offer not necessarily. (Coibion et al., 2020). 

Several studies have shown that unemployment exerts a negative impact on mental 

health. For instance, unemployment in young people has been reported to cause 

depression, alcohol abuse, and drug use identified by (Axelsson & Ejlertsson, 2002; 

Shin et al., 2008) and associated with lower self-esteem and levels of satisfaction with 

life (Prause & Dooley, 1997).  
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Job search is in most cases a highly autonomous, self-regulated, goal-directed, and 

proactive process. Under conditions of extended search, looking for work involves a 

range of emotions as individuals deal with uncertainty, difficulty locating desired or 

appropriate positions, the pain of rejection, and other challenges. Job search 

encompasses strategy and decision making, with significant implications for one’s 

career.  

Jobseekers must develop daily plans for job search activities, self-motivation and 

initiate such activities, and modify behaviors based on feedback from the environment 

(Wanberg et al., 2020; Lim et al., 2016).  

The task of job search is itself a very stress-prone activity. Individuals can tolerate a 

certain level of stress with no disturbance to their capability. However, if the stress 

persists for a sufficient period or the severity is increased, the individual begins to lose 

capability.  

Although for the context of job search, many stressor factors have been identified 

ranging from social, financial, professional, family and so on; (Hancock & Warm, 

1989) have concluded that the task being executed is in itself a proximal source of 

stress.  

Mitigating stress related to job search is complicated for many reasons. Moreover, it is 

difficult to predict accurately the performance of task performants under stress since 

the scientific foundation of this area is inadequate (NRC, 1997; Hancock & Szalma, 

2003). Second because of the loosely understood relation between the different stressor 

aspects; and then also due to the lack of deeper understanding of how human mental 

capital contributes to mitigating or reducing stress on different individuals (Luthans et 

al., 2007).  

(Hancock & Szalma, n.d., 2003, 2012) posed that it is possible that reformulating the 

task by innovations in the interface itself will well address the different concerns faced 

by persons performing tasks in computer systems. They have also pointed that the 

structure and organization of computer interfaces will be a major factor in both 

performance under stress and in the relation of performance to perceived workload for 

instance. 

As an example, (Hancock & Szalma, 2003) show that a user interface that allows fast 

extraction of information with minimal cost on the user current memory load can reduce 

stress effects. 

 

3.3 Task Stress and Performance 

Understanding stress has traditionally placed focus primarily on external sources of 

stress or on specific sources for example, fatigue and to try to investigate how variation 

in the external stressor affects capability.  

(Hancock & Warm, 1989) have emphasized the primacy of the performance task itself 

as the major source of stress. This new perspective is particularly important when 

considering the cognitive demands associated with technologies (Hancock & Ganey, 

2003). They have proposed a model that explicitly identified that the task at-hand as a 
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proximal source of stress. Various stressor aspects have been identified about task-

performance environments. 

3.3.1 Task demands 

Cognitive demands may themselves be stressful. Workload factors such as time 

pressure, multitasking, and display uncertainty tend to elicit distress, whereas ego 

threats such as performance failure tend to maintain worry (e.g., Matthews & Campbell, 

2010). Challenging, game-like tasks may elevate task engagement. Demanding real-

world tasks such as customer service (Matthews et al., 2002) and use of robotic surgical 

instruments (Klein et al., 2014) also elicit distress. 

3.3.2 Evaluative stressors 

Pessimistic performance feedback increases distress, whereas positive feedback 

reduces distress and increases task engagement. Examples include tests, sports, math, 

and computer anxiety (Matthews & Panganiban, 2012; Zeidner & Matthews, 2005). 

3.3.3 Environmental stressors 

These are stressors such as loud noise, temperature extremes, and glare, as well as 

internal physiological factors like medical conditions and circadian rhythms (Matthews 

et al., 2000). 

3.3.4 Prolonged work 

Task-induced fatigue is an aspect of stress. It can elicit variety of response patterns that 

produce different performance consequences (Desmond & Hancock, 2001; Matthews, 

Hancock, & Desmond, 2012). Examples can be found in situations of vigilance, in 

simulation or activities like driving (Desmond & Matthews, 2009). (Matthews, 2010) 

has pointed that human response to stress has many “moving parts” whose structural 

and functional interrelationships are hard to discern. Integrating neural, cognitive-

computational, and self-regulative perspectives is a particular challenge. 

Therefore, the current study focused on all stressor aspects related to the technological 

and design aspects of the task of job search under the assumption that one strategy to 

improve job search is to improve the design and technology of the task itself as also 

pointed by (Hancock & Szalma, 2003). 

 

3.4 Measuring stress responses 

Some methods of measuring stress are based on cortisol levels through blood or saliva, 

people’s emotions, appraisals, and other symptoms through questionnaires, and even 

blood pressure, heart rate variability and vagal tone (Benson, 1983; Moraveji et al., 

2011). Many researchers have used cortisol as an index for the stress response. Because 

not all events that are perceived as stressful lead to the secretion of the stress hormones, 

this method is not appropriate. 



 

27 

Furthermore, stressors have a mild nature with regards to user interfaces. And open 

terms such as “overwhelming interfaces” and “inappropriate tone” are unlikely to raise 

stress levels high enough to be detected for example for cortisol index. Then also 

Due to the interpersonal differences in appraisal of stressors and in the coping abilities 

of individuals, stress responses can be difficult to measure. Therefore, researchers 

should investigate developing a more accurate and reliable measurement particularly 

for user interfaces. 

Although this study does not seek to measure participants stress levels, being able to 

identify elements of mood or emotion that correlate to stress states is useful during data 

analysis. For such the research made use of the factor model cohere composed of three 

higher-order dimensions of task engagement, distress and worry developed by 

(Matthews et al., n.d., 2002, 2013). 

 

 
 

Table 2 Two Levels of Stress State Factors, Source: Matthews 2016 

 

This model can help categorizing participants’ responses during the interview.  It is 

also helpful in identifying stressor elements while providing a richer framework of 

analysis. 

 

3.5 Stressors 

A stressor is a source that causes stress. A few characteristics of stressors are known 

such as when: being unpredictable; trigger a feeling of lack of control; or trigger a 

feeling of a social evaluative threat (Dickerson & Kenney, 2004).  

Because of the relativity of stress, not all stressors containing all or any of the above 

characteristics will always cause stress in a person subject to such stressor. This is so 

because of stressor impact depends, apart from the stressor’s characteristics, also on 

how an individual appraises the situation that constitutes the stressor, and how that 

person copes with it. 
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It is very difficult to predict the impact of stressors just using the stressor characteristics; 

because they are quite generic, for instance “unpredictable” or “threat” are subject to a 

broad interpretation. Further specification or detailing is necessary. Although these 

characteristics are useful to start, they are somewhat limited. 

This study focuses on relative stressors as this is the case for the interaction between 

humans and computers. 

 

3.6  Stressor characteristics 

Although identifying specific user interface elements constituting stressors is a 

daunting task, (Lupien et al., 2007) have described a few stressor characteristics 

abstracted from previous work on stress psychology. So, a stressor can be identified 

where or when a system: 

▪ SC1: Feels unpredictable, uncertain, or unfamiliar in an undesirable manner 

(Lupien et al., 2007). 

▪ SC2: Evokes the perception of losing/loss (Lupien et al., 2007). 

▪ SC3: Has potential to cause harm or loss to oneself or associated objects, living 

things, or property (Lupien, S.J., Maheu, F., et al 2007). 

▪ SC4: Is perceived as judgment or social evaluative threat including threats to 

one’s identity or self-esteem (Dickerson & Margaret, 2004). 

An important note is that the above stressor characteristics have not all been empirically 

tested particularly in software user interfaces. Moreover, (Slob, 2012) in his master 

thesis concluded that the descriptions are too generic and, in some cases, too subjective 

in need of better description. And though testing is necessary, there is some evidence 

that perception of losing control and social evaluative threats cause stress (Dickerson 

& Kemeny, 2004).  

 

3.7 Stress Response to Digital Products 

There are several behaviors known as part of HCI fundamental knowledge, found to be 

associated with stress response to digital products. (Hancock & Szalma, 2012) have 

studied task stress and identified a few examples: 

Repeating search:  when there is no confidence in search results in combination with 

temporary lack of self-confidence. 

Repeating similar actions: when repeating similar actions might lead to maladaptive 

cycles - those that stop you from adapting to new or difficult circumstances. 

Incomplete journeys: when users repeatedly bounce back and forth from a site might be 

a blocker in workflow; it might be that they have reached critical cognitive load and are 

suffering from attention shift or selection threshold mainly if there is no obvious visual 

blocker. 

Abandonment of journey: when users stop doing a task at a critical moment this might 

be due to called Failure to Self-Rescue. Mainly when they shift to entertainment like 

going to Instagram or Facebook. 
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3.8 UX metrics in Job search 

A UX metric is a quantitative data point that informs aspects of the user experience of 

a product or service. It helps ensure UX design decisions are data-driven; researchers 

and designers can evaluate if their design strategy is effective and offer objective data 

for recommendations (Tullis & Albert, 2013). UX metrics can be in behaviors or 

attitudes.  

Behavioral measurements include looking at abandonment rate, pageviews, problems 

and frustrations, task success, task time; attitudes include things like loyalty, usability 

(or ease of use), credibility and appearance. Metrics should be chosen case-by-case 

based on the goal of a design; however, in general they can be used to identify 

symptoms of a stressful design also.  

 

A study by recruitment company CareerBuilder shows that 60 percent of job seekers 

quit in the middle of filling out online job applications because of their length or 

complexity (Auerbach, 2018; CareerBuilder, 2017). According to Appcast, one of the 

most renowned recruitment data providers, the jobseeker abandonment rate after 

clicking 'Apply' but never completing the application is around 90 percent and as much 

as 40% for application forms that are not mobile-friendly (Appcast, 2020; Auerbach, 

2018). This is against the trend of mobile use to apply for jobs. More and more 

jobseekers choose to begin their search on the mobile phone. 

another cause of drop-offs is requiring jobseekers to re-enter resume into fields in an 

Applicant Tracking System (ATS). Even when the ATS can scrape data from resumes 

to automatically fill it in, there is still a significant effort and time needed to reformat 

and edit the information (CareerBuilder, 2017; Appcast, 2020). 

The study by Appcast, also shows recruiters can boost conversion rates by up to 365 

percent by reducing the length of the application process to five minutes or less. 

(Appcast, 2020).  

High abandonment rates are at the detriment of recruiters which end up having higher 

costs with lower returns of investment as they get a lower pool of jobseekers applying.  

In cost-per-click pricing models, recruiters pay per click, regardless of what the 

jobseeker does next. 

Different surveys, polls and studies by job board companies, recruitment consultants 

are released every year. However, there seems to be a very slow improvement on the 

job search ecosystem. Recruiters seem to be going very slow at making the necessary 

improvements even at the face of existing study results. Reasons for this are not 

explored in this study but the perspective on the jobseeker is evaluated. 

This study aims to shift the conversation to the effect of current job search systems 

design on the mental health of jobseekers identifying and understanding the stressors, 

particularly those linked to the systems. 

3.9 Mitigation of stress 

In this section, attention shifts to the different strategies to counter the negative effects 

of stress effects. These strategies focus on the person (jobseeker), the design of the 

task (job search), on automation, on positive psychology techniques.  
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3.9.1 Changing the Person 

This strategy focuses on training and upskilling of jobseekers in different ways. 

According to (Hancock, 1986; Hancock & Szalma, 2012) “the greater the skill of the 

individual the more resilient their performance will be under stress”. Another way is 

that of selecting individuals based on their stress-coping skills which has been used as 

criteria for police officers for instance (Brown & Campbell, 1994). Obviously, this last 

strategy does not apply to job search. While this study does not focus on changing the 

jobseeker, it is important to understand the person to build a jobseeker centered design.  

3.9.2 Changing the Task 

Selection is not always possible, and the cost training is undesirable (Hancock & 

Szalma, n.d., 2003,2012); furthermore, training should focus more on building the 

competitive edge of jobseekers. Also, the goal is to design interfaces that require little 

to no training that can be used by anyone. Considering the observation that the task 

represents the proximal source of stress, future work in stress mitigation should focus 

on redesign of the task. (Hancock & Szalma, 2003) exemplify that a display that enables 

fast extraction of information at minimal cost in memory load can mitigate stress 

effects. Apart from that, other examples have been presented in the section on UX 

metrics. 

3.9.3 Adaptive automation 

Another way to mitigate stress is to allocate functions to automated systems (Hancock 

& Chignell, 1987; Scerbo et al., 2007). The goal of automation is freeing resources to 

allow the user to effectively cope with increased task demands. Potential issues with 

automation are that operator skills can atrophy because over reliance on the system. 

While this is the case for contexts that require a lot of expertise, job search is not the 

case. It is not a job position or an area to build expertise on; it is a temporary state one 

is while looking for a job. Therefore, automation can be desired. Examples of that are 

currently used in job search such automatically filling online application forms with 

resume documents. While that is helpful, it still requires reformatting and editing which 

becomes pointless and time-consuming (CareerBuilder, 2017; Appcast, 2020). 

3.9.4 Hedonics and Gamification 

With the advent of positive psychology incorporating elements of pleasure and well-

being has become trendy (Seligman & Csikszentmihalyi, 2000) cited by (Hancock & 

Szalma, 2012). Instead of restricting efforts to prevent stress, the goal for hedonics is 

to design for happiness.  

Gamification is an umbrella term describing the use of video game elements in non-

gaming systems or designing fun experiences for serious situations, is one example of 

hedonics (Deterding et al., 2011; Chia-Lin & Mu-Chen, 2018). Unemployment, job 

search stress has serious consequences for one’s life. Job search systems have not yet 

seen trends towards gamification, and this remains an interesting angle yet to explore 

in terms using gamification to improve job search experience. 
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3.9.5 Calming technology or Calm tech 

A stress response is counteracted by a relaxation response - a coordinated physiological 

response characterized by decreased arousal, diminished heart rate, respiratory rate, and 

blood pressure, in association with a state of “wellbeing”. (Benson, 1983). 

A calmor is a source causing calm, just as a stressor is a source causing stress and like 

stressors, calmors can be relative (subjective) or absolute (objective) (Moraveji et al, 

2011).  

The case for the introduction of calming mechanism stems from how calming practices 

have been employed in other areas. For instance, mind and body practices (Benson, 

1983), such as calming therapies (e.g., touch, caress), environment (e.g., eco-therapy), 

mental (e.g., meditation), auditory (e.g., soothing tones), and olfactory (e.g., lavender 

as a calming smell). Calmor characteristics remain to be properly defined and tested; it 

is necessary to identify elements on user interfaces and interactions with software that 

induce a state of calm and then translate those into general principles or heuristics. 

Calm Tech is defined as “systems that induce cognitive, physiological and/or affective 

states of calm for their users” (Moraveji et al., 2011b p.1). They do so by delivering or 

inspiring the user to self-initiate sources of calm. Inducing a state of calm can occur 

by triggering a conscious thought, a change in perception, behavior, and/or knowledge 

state. 

There are three primary calming mechanisms at work: physiological, cognitive, and 

affective or emotional (Moraveji et al., 2011). Briefly, the cognitive mechanism aims 

to promote a composed state of mind to allow focus on a single task for a sustained 

duration of time without distraction and anxiety, increasing self-regulation, and 

increasing focus on solutions. The physiological aims to influence users to adopt a 

relaxed yet alert physiological disposition (Vaitl et al., 2005). The affective mechanism 

helps users maintain a positive outlook or interpretation on one's life experience. 

Jobseekers tend to degrade favorable interpretations of themselves and the job search 

experience over-time if they have not achieved their goal – to get a job; it can also lead 

to reduced task engagement. Because job search is an activity that can take a long-time, 

it is important to maintain a positive short and long-term outlook on life, keeping self-

esteem up and motivation to continue the process. Therefore, in the interest of finding 

solutions in the future, it is important to watch on the development of calm tech 

development. 

 

Types of calm tech 

Calming technology can reduce stress in two ways: by reducing the presence of factors 

that are interpreted as stressors, or they can enhance the relaxation response – calm 

states. (Moraveji & Soesanto, 2012) distinguish two fundamental types of calming 

technology: calm-dedicated and calm-augmented.  

Calm-dedicated systems are created explicitly and only for calming purposes (e.g., 

airport massage chairs).  

Calm-augmented systems build on top of a primary function to include calming 

elements (e.g., a word processor with music background). 
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While this area is within the context of this study, there is no focus on building or 

conceptualizing a calm tech. The goal is to explore stressors and lay the ground for calm 

tech introduction. However, knowing there are efforts towards this direction is 

promising. The foundation of calm tech is still lacking; calmor characteristics are not 

yet well defined, and what aspects of user interface induce calm are not known; 

therefore, the major focus is on stressors reduction, i.e., augmentation. 

In the context of this study, the focus is on the redesign of the task itself – Changing the 

Task as described in section 3.9.2. The change of the task might signify introducing 

innovations in the user interface, or interactions with a system but also includes aspects 

of automation and perhaps of gamification. In this sense, both adaptation of the system 

by automation or gamification translates in changing the task, i.e., they are different 

ways to achieve the same.  

This study does not aim to solve problems identified within job search by implementing 

any specific strategy but explore the stressors, their cause and effect on job search. 

However, these strategies offer a comprehensive perspective on how stressors can be 

countered. The very same stressor can be addressed by means of different strategies in 

a complementary way.  

 

3.10 Stress-less Design Heuristics 

(Moraveji & Soesanto, 2012) have proposed a set of 10 ‘stress-less’ design heuristics 

that aim to reduce the likelihood of an interface containing a known stressor based on 

the stressor characteristics described by (Lupien et al, 2007) and usability heuristics.  

These heuristics serve as an important lens for analyzing potential stressor aspects in 

job search systems and help to rise important questions. 

 

H1. Reveal Ability to Control Interruptions (SC1, SC2) 

According to (Moraveji & Soesanto, 2012) an interface should present settings that 

allow users to control, block or temporarily disable interruptions during tasks (mainly 

those that require large amounts of attention). For instance, the practice of showing a 

pop-up with “Don’t show me this again,” or “Would you like reminders about this in 

the future?” 

 

H2. Reduce Feelings of Being Overwhelmed (SC2, SC4) 

When users feel they cannot control the amount of information, or they will never be 

‘finished’ using the application. These happens in applications with large databases 

displaying continuous streams of information, for instance social network feeds. 

 

H3. Acknowledge Human Interpretations of Time Passing (SC1, SC2) 

Because humans do not perceive time linearly (Harrison, et al., 2007), presenting 

progress to users from a systems’ perspective is not a good principle. Progress must be 

redefined, so it appears fast for the user even if it does not correspond to actual system 

processing state. 
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H4. Use Appropriate Tone and Emotion (SC1, SC4) 

Inappropriate tone or emotion induces social stressors. Designers can counter this by 

introducing human tone and conversational emotion where appropriate.  

 

H5. Provide Positive Feedback to User Input and Events (SC1, SC4) 

The system's negative response can threaten one's self-esteem or trigger the feeling that 

users cannot control exactly how to provide the information that is required.  

 

H6. Encourage Prosocial Interaction (SC4) 

Applications with social components have greater potential for stress as users manage 

self-presentation. Stressors are introduced when users perceive that how they appear to 

others (their image) violates their desires or expectations. 

 

H7. Relieve Time Pressure (SC1, SC2, SC4) 

When pressured for time, users may feel lack of control. For instance, perceiving the 

time they took to complete a task is longer than it should (generally in competition with 

others). 

 

H8. Choose Naturally Calming Elements (SC1) 

Physiologically, participants exposed to natural settings show greater restoration from 

the stress indicators: muscle tension, heart pulse transit time and skin conductance. 

However, the integration of natural elements in software user interfaces remains to be 

investigated to whether they have the same positive effects on stress reduction. 

 

H9. Acknowledge Reasonable User Actions (SC1, SC2) 

Stress responses are triggered when a user expects to take an action that is not available; 

if not addressed then the stressor can grow. Therefore, on any given screen or dialog, 

there is a few reasonable actions that users may want to take. 

 

H10. Demystify the Interface (SC1, SC3) 

Every action on an interface should be clear on its purpose and consequence. Stress can 

occur mainly in situations of multiple choices whose actions and reactions are unclear. 

This study was based on the existing heuristics, considered UX metrics, and known 

HCI fundamental user behaviors that tend to cause stress to identify and analyze 

stressors.  

 

4. Results 

This chapter presents the results of the study starting by the qualitative interview data 

and then the quantitative part.  

For the qualitative data, the themes, categories, and codes are presented in correlation 

to research questions. The quantitative data is presented as an expansion for the 

interview data as surveys can reach wider sample of participants. A descriptive 
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statistical analysis was performed to explore the opinions about participants experience 

with job search. 

 

4.1 Qualitative data presentation 

The first research question aimed at identifying stressors related to job search. Research 

question two aims at understanding the reasons for the stressors and finally how 

stressors influence job search progress. The presentation in this chapter follows this 

sequence of presentation of themes and codes. 

 

Stressor 

(A Cause or initiator of 

stress) 

Stress 

(How it makes one feel or 

experience) 

Stress response 

(How it causes participant 

to act or behave) 

 

Participant description 

 

The online survey was filled in by 52 participants. Out of those 20 accepted to be 

contacted for further clarification and interviews. From the contacted participants, only 

9 attended to an interview presented on Table 3 bellow; not that some interview 

participants accepted to interview first before filling in the survey. The table below 

presents some important demographic information. The data will serve as reference for 

results. The blank spaces refer to candidates who did not want to disclose the 

information. The data about number of applications sent is not very precise as most 

candidates did not actually have an organized process to track their applications; For 

the most part the estimates were memories of numbers displayed by apps like LinkedIn, 

Glassdoor and Indeed. Therefore, the numbers could be much higher to account for 

applications sent outside these systems. 

 
PID 1 2 3 4 5 6 7 8 9 

Age 23-25 31-35 26-30 23-25 26-30 26-30 23-25 31-35 36-40 

Gender Female Female Female Female Male Female Female Male Male 

Residence status Citizen Temporary Permant Temporary Citizen Citizen Temporary Temporary Citizen 

 Education Bachelor Masters Masters Bachelor Masters Masters Masters Masters Bachelor 

Language English 

Swedish 

English English English English 

Swedish 

English 

Swedish 

English English Swedish 

Work 

Experience 

No 

experienc

e 

1-2 years 1-2 years No experience 1-2 years No 

experience 

1-2 years 1-2 years 10+ 

Employment 

Type 

Permant 

job 

Permant job Permant 

job 

Permant job Internship Permant job Permant job Permant 

job 

Permant job 

Type of search Start 

career 

Start career Start 

career 

Career change Career  

development 

Career change Start career Start 

career 

Career 

development 

Employment 

status 

Unemploy

ed 

Unemployed Unemploy

ed 

Employed Unemployed Unemployed Unemployed Employed Employed 

Intensity of 

search 

Intensely Intensely Intensely Casually Intensely Intensely Intensely Intensely Intensely 

Length of 

search 

15 11 9 3 5 8 11 3 3 

Expected 

Length of 

search 

6 6 5 3 1 3 10 6 2 

Nr Applications 800+ 800+ 700+ 200 
 

500 700+ 600 30 

Expected Nr 

Applications 

100 60 50 10 
 

20 100 100 50 

Nr Interviews 0 15 
   

5 15 
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Area Marketing  Corporate 

Governance  

IT International  

Management 

IT Intercultural 

Communication  

Engineering 

management  

Business  

Administr

ation  

Social work 

Stattus Still 

searching 

Got a job Still 

searching 

Still searching Got a job Still searching Got a job Still 

searching 

Got a job 

          

Table 3 Interview Participants characteristics 

 

The participants are widely distributed in diverse areas and education levels as well as 

language dominion and origin.  In terms of experience, 8 out of 9 had no experience to 

2 years of experience and mostly looking to start career or develop their career.  

Of interest to this study are their expectation versus in the expected length of the job 

search, expected number of applications one must send to score an interview/job and 

expected number of interviews.  

The disparity is quite noticeable with 7 out of 9 candidates job search lasting double or 

more than double the expected amount of time. The disparity is even higher when it 

comes to applications sent, in which 90% of the cases sending between 500% to 800%+ 

more applications than anticipated. 

 

4.2 Qualitative analysis process 

After transcribing all interview audio recordings, the text data was imported to NVivo 

for analysis. The coding process was a combination of emotion coding and thematic 

coding. Emotional coding was instrumental because of its focus on emotions. Every 

time a negative emotion is expressed, there is likely a stressor behind it.  

The thematic coding then allows to identify how participants respond to the stressor. 

4.3 Themes 

The coding process was completed after many interactions of relabeling and grouping 

to form categories and themes. The themes were created in consistency with the 

research questions and therefore grouped and presented in three sections: Stressors 

identified, Reasons for stressors, and Stressor effects on job search progression. 

For each theme, a list of categories and sub-categories is presented. The stressors are 

presented for each category in the following sections. 

A complete listing of all themes and categories is found in Appendix E, table 10. Each 

stressor will be designated with S (S1 – Stressor 1) for referencing purposes. In terms 

of naming, cases refer to the number of participants that mentioned an aspect, and 

references to the total number of times an aspect has been mentioned. 

 

4.3.1 Theme 1: Job search stressors 

Category Cases References 

Job search capability 9 25 
Job description quality 8 73 
Complexity of interactions to fill in information 8 77 
Complexity of interactions to submit application 8 58 
Quality of feedback 9 164 
Poor feedback - unknown status of application 9 74 
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Poor feedback - with negative outcome of application 9 90 
Unrealized expectations 7 38 
Threat to self in social media 8 17 

Table 4 Themes and Categories 

 

See below the same table represented graphically. 

 

 
 

Figure 3 Theme 1: Job search stressors count of references 

 

 

a) Job search capability 

On job search systems capability to search for relevant jobs based on desired filters, 

two main stressors were identified.  

 

S1 - having to forcibly read job descriptions to filter out jobs 

It refers to when job filters are unavailable in each system. When this occurs, job search 

results require a second level filter which must be done manually to exclude irrelevant 

results. That increases the time to decide whether to read further or to apply or not and 

can be influenced by the quality of the job description (theme 2). An Example of 

participant transcript: 

 
…Filtering in terms of qualification to see if I fit so I don’t waste my time … now I have 
to read through all the descriptions in order for me to find out if I’m qualified for this 
or not … then it doesn’t waste anybody time cause it’s 1000 jobs to go through 
anyway. 

 
S2 – not being able to consume all results 

This stressor has to do with the feeling of being overwhelmed by the number of results 

presented in combination with filters capability. When important filters for selection of 

jobs to apply are missing and the number of results appears long, it elicits a feeling of 

overwhelm due to the amount of work necessary to filter them out. Example: 
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…It’s like 10 pages of jobs and then. Yeah, I’m like how am I going to go about this? 
 

However, 6 participants reported to be satisfied overall with the search results, 

describing them as mostly relevant to their search key words and as positive as they 

elicit a sense of more probability to find a desired job. 

 

b)  Job description quality 

Within this category 5 main sub-categories emerged. Below they are presented in order 

of frequency of mentions. 

 

Content length 

The length of job descriptions has been the most referenced category. The appearance 

of having too much text to go through to extract relevant information to decide whether 

to apply or not. Although length in this context is subjective to each participant’s 

experience, there was unanimity that most job descriptions were unnecessarily long 

eliciting a sense of wasting time and of requiring too much effort. The following are 

transcripts of participants: 

 

S1 - having too much text to go through 
…I would say that the job descriptions are definitely overwhelming. 

…I think companies write too much text…It's like it's going to take too much time to 
read. 

…recruiters not knowing what they want while writing endless texts of garbage 
about the position. 

However, one participant noted that some job descriptions are long as for instance, 

senior level jobs which require a detailed description. 

 

 

Content Layout 

In terms of the layout appearance of the text, two main stressors were identified: 

S1 - priority - having unnecessary information prioritized 

Most job skimming task has to do with reading text very fast to extract key information 

to decide whether to read further, to apply or not. The faster the better. Participants 

reported that many job description would show information that is irrelevant first, such 

as company mission, vision, values, revenue, achievements and so on, or even 

information about the role and tasks and perks and benefits to work with the company. 

Important information is critical information in the order of eligibility criteria first and 

then selection criteria (education, experience, skills) and then any other information.  

…lot of other nonsense about the company which for me is secondary. 
…And like mostly it always starts with an introduction of the company itself. But I 

think it's not really that necessary. 
 

S2 - uniformity of structure - not easy to skim text 

The lack of uniformity of job descriptions across and within job search systems was 

mentioned as a contributing factor to stress as it makes it harder to skim text. Also, the 

appearance of cluttered text in combination with S1. 

…So, I think if they have keywords, it's going to be easier. 
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…A job description should be under bullet points or keywords. 
 

Content completion - Critical information for decision 
This category is the second most referenced within this theme. It covers the lack of 

critical information for a jobseeker to decide to continue reading and then applying.  

When such information is missing it elicits the sense of waste of time and effort and a 

potential loss of an opportunity. Stressors appear in the form of missing crucial 

information, lack of clarity on requirements or an overkill description with no 

differentiation between must-have and nice-to-have requirements.  
…in terms of skills then? Should I have all of them? Should I just have one? Should I 

have like half of them or what is it that they want? 
…they're quite vague, they want a bunch of skills that are perhaps so dumb. That's 

really annoying for me. 

Content clarity 

 

S1 – lack of content clarity and description precision 

This category deals with the use of language to reduce ambiguity and clearly state the 

requirements of eligibility, selection, recruitment process and timeline as well as job 

benefits and perks.  
…there are some companies that do not really know what they want and write 

endless texts of garbage. 
…it's slightly annoying when they are not to the point of what they want. 

 

S2 – misuse of correct technical lingo 

For certain occupations, there is a correct use of terminology that is expected to be 

present and correctly used to avoid misinterpretations.  
…These are people that don't know the right terminology that confuses you. As a 

young seeker, and a junior software developer in my case.  
 
 
 

S3 – potential loss of opportunity due to job descriptions being written in Swedish 

The final aspect pertains to non-Swedish speakers when searching for positions that do 

not require Swedish but have the job description written in Swedish.  

…Yeah, because I realize that you miss out on so many opportunities because you 
don't understand what they're trying to say. 

…and some job search systems don’t allow translating text to English. Then I must 
copy it and it takes time. 

 

Some stressors in this category influence the decision whether to apply or not. 

Participants reported giving up reading a job ad description completely when it presents 

some of the characteristics discussed above. One unexpected outcome is that giving up 

then creates a sense of a potential loss of an opportunity; such feeling increases stress 

which in terms increases the chances for avoiding such descriptions instead of acting as 

a motivating factor. 
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c)  Complexity of interactions to fill in information 

Two main categories emerged: Hard to fill and Easy to fill types of firms. Hard to fill 

stressor are related to application forms that appear long and take a lot of time and effort 

as well as constraints to amount of information that can be inputted to complete. 

To give perspective to the stressor’s discussion in the following sections, see the next 

illustration of how a complex flow would look like.  

 

 
 

Figure 40 Complexity of interactions to send job application 

 

S1 - Ease of use - having to fill in all resume/CV information manually from scratch. 
…It's like you have to write your resume from the beginning. Its time consuming and 

annoying. 

…You don't want to do it a second time on another website or a third or fourth time, 

or 1000 times. That’s why you have a CV. 

…So, it feels like I'm double working, yeah, it's very frustrating. 

S2 - Convenience - being asked to upload document after manually filling in 
…And it's very frustrating and the worst part is having to put these things manually 

and then down in the list you find yourself even having to upload the CV itself again. 

S3 - Appearance – looking long to fill or long time to complete 
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…If the form looks long, you'll be like, no, it's not worth it. It's more it's quite 

demotivating, I should say. 

In contrast, a few characteristics of an easy to fill form were mentioned among them 

the need to provide auto fill functionality to extract information directly from CV 

documents, to reuse existing online CVs like LinkedIn, to be short (only requiring 

demographic information at max) and require few clicks to complete. A recurring 

example was LinkedIn Easy Apply function or single page forms that fit within a 

viewport of the browser. 

You literally just put in your first name, second name, email address, I think, and then 
you add your CV then submit and that's it. That was good. Less effort, yeah. 

 

d)  Complexity of application submission process 

Like the previous category, two categories emerged: Hard-to-apply and Ease-to-apply 

systems. It deals with problems that occur from the time a jobseeker decides to apply 

for a job until he has applied. One of the stages within this process is filling in 

information which has already been separately dealt with in the previous category. 

 

Hard-to-apply systems 

This category includes stressors related to how many steps are required to go through 

until being able to submit the application. It also includes steps which are considered 

unexpected and overkilling. 

 

S1 – Too many clicks to completion 

Clicks to completion includes hyperlink redirects from website to website, having to 

create new accounts and authentication process that include two step verification, or 

email or phone code verification. Although some of this functionality is well designed, 

jobseekers report they make the process longer unnecessarily and increase effort needed 

to apply.  

…Others go to this link and then go to that link hash…annoying 
…Oh gosh. It's called 2 step verification. Sometimes create new account from 

scratch. I just give up sometimes 
 

S2 – Too much time to completion 

When a form is hard to fill as described in the category about complexity to fill in 

information it elicits the sense of waste of time or of being time consuming. Apart from 

that, forms that require unexpected documentation such as video resume or filling long 

templated forms.  

…And others that you have to upload a video. I think that is so disrespectful. Why 
don’t you just give me a chance for an interview? Making a video? 

 

S3 – System Lacking Reliability 

This stressor elicits uncertainty when jobseekers do not get immediate feedback on the 

status of their submission. Generally, systems will notify jobseekers by email, 

confirming submission was successful.  

However, 6 of the participants reported to trust the system and to always received a 
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confirmation message after application. 

…But then the chances of maybe not reaching the right person is also high. 
…Usually in most cases you're supposed to get this automated response 

 

In contrast, many good examples of systems emerged which provide an the Easy-to-

apply flow such as automatic profile job matching and sharing existing online profiles. 

An example of job matching is when jobseekers use HR agencies: 

…So, I don't need to refill all the details. The consultancies match my CV for me and 
notify me to apply. 

…Yeah, but there were also some companies that had an autofill option. Add your 

CV, it will automatically fill the forms. 

e)  Quality of feedback 

One of the most referenced themes of the whole process is the handling of feedback as 

eliciting most of the stress responses in combination with the other themes. It unfolds 

in two categories: 

 

Poor feedback – when status of the application is unknown 

After applying to a job, jobseekers expect feedback within a certain amount of time, 

while also expecting progressive updates when there is delay and information that 

confers transparency of the selection process. 

 

S1 – lacking recruitment process information: timeline, transparency, and updates. 
…I'm not getting anything at all, no feedback. We don't even know what has 

happened. 
…You don't get any response you can't sit back and think they will get back to you. 

You must call them. 
 

S2 - self-perception of progress 
…I waited for like a week, and nothing was coming. 
…thousand jobs and nobody contacts me like really. 

…So, in general, from time to time, reducing the motivation. Search less. I wasn't 
hearing about interviews and that was so sad. 

 

S3 - threat to ego or self 
…I don't apply for the same company if they don't give me feedback. 

…Me calling the recruiter just feels like I'm just throwing a pity party. 
 

S4 - Unexpected Recruiter behavior 
…they turned me down. But then now they called me 2 weeks ago after almost a year. 
…that was really unfair because they didn't even talk about the salary in the 
interview, and they failed him due to salary by assumptions. 

 

Poor feedback – application status is known and is negative 

When an application results in a negative outcome by recruiters, jobseekers undergo a 

lot of different emotional responses that vary depending on the content of the feedback. 

When feedback lacks a detailed explanation of the reasons to help jobseeker improve, 

when it is impersonal or sent in an inappropriate time and tone. 
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Handling of negative responses 

Two main issues in this category are: the overwhelming number of negative responses 

mainly after a self-perception of good performance in an interview or in a much-desired 

job position.  

 

S1 - overwhelming number of negative responses 
…It keeps coming out slowly, so every time you get bad feedback it's like another 
punch in. …Especially when you get a lot of “no” answers. That's when the stress 

intensity increases. 
…Yeah, at some point somebody got to tell you No, but it was a lot of No’s. 

 

S2 – Lack of personalization 

The lack of detail in the feedback explaining why one was not chosen is also one of the 

major problems. Simply sending an automated message is not enough.  

…So at least if I were to get negative response, then I would want to know more. I've 
never had anyone go like, oh, it's because of this and that. It just felt like an 

automated message. 
 

S3 - Inappropriacy of timing or tone / mood 
…Why did you reject me on a Saturday? I sent the application on the same day. 

…it's some people are more polite. kind of motivates you to continue. 
 

S4 - perception of deception - false positive feedback 
…I called the recruiter and they said, “your CV is really, really interesting and we'll 

get back to you.” But then I got a ‘no’. And no interview at all. 

 
f)  Threat to ego or self in social media 

This theme has to do with one’s perception of progress in interaction with others. One 

participant reported to scaling down social media notifications to control for the 

pressure by saying: 

In LinkedIn everybody is doing well there. Job promotions, quotes about how to be 
successful. So yes, stressful. I really had to scale down my social media use in 

general, mainly LinkedIn. 

However, at least 5 participants mentioned that social media works both ways either to 

motivate you and give you hope to get some job offer in the future or demotivate you 

by so many success stories from peers. A good thing is that most professional social 

networks like LinkedIn do offer functions to control for notifications. 

 

4.3.2 Theme 2: Overarching reasoning for stressors 

Research question 2 is concerned with understanding the reasons behind the stressors. 

The reasons reported by participants are grouped into 3 categories. The most referenced 

reason is related to stressors perceived as being blockers, hindrances, impediment or in 

some way slow down the perception of moving towards the goal – getting a job.  

This goal can be further sub-divided into sub goals whose achievement moves the 

seeker towards the main goal. The following illustrates where job search systems fit 

within the goal scheme: 
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Figure 5 Reasoning process for stressors 

 

This diagram aims to explain that the main goal lays at a further place in the jobseeker’s 

daily experience of his progress. Each interaction with a job search system will help a 

seeker maximize job opportunities by sending as many applications as possible, with 

the least amount of effort and with as much quality as possible. That said, the 

expectation is that it increases interview prospects which would be the closest to a job 

offer. Therefore, each pain point, frustration, problem, or hindrance with job search 

systems would be a core reason for many stressors. Furthermore, the jobseeker has 

expectations and a self-interpretation of how they are progressing that supports some 

of the stressors previously presented. Bellow a list of the categories contained within 

this theme. 

 
Category Cases References 

Hindrances towards goal - user goals are hindered by NOT 
being able to: 

8 124 

Minimize Effort 8 27 

Access to information for improvement 6 26 

Maximize time 5 21 

Maximize available opportunities 6 17 

Access to critical Information for decision 5 16 

Fulfill system purpose 3 9 

Ease of Use (facility, convenience, simplicity) of Systems 4 8 

Unrealized Expectations - user expectations NOT met in: 7 57 
Personalization of Feedback 4 19 

Meeting initial personal expectations 4 15 

Fair treatment or User consideration by Recruiters 4 12 

Reasonableness 6 11 

Jobs requiring overqualification 5 9 

Recruiters requiring unexpected documentation 2 2 

Self-perception of progress towards goal by: 7 19 
Low number of prospects to job offer 5 11 

Time anxiety - Process taking longer than expected 4 7 

Lack of clear Direction 1 1 

Emotional Connection 4 13 

Table 5 Theme 2: Overarching reasoning for stressors 

 

Get Job offer as soon 
as possible (according 

to expectations)

Get as many Interviews 
as possible

Send as many 
applications as 

necessary

Requires Interactions 
with job search 

systems 

Expectations

Quickly
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Completely

Safely

Networking

As many contacts as 
possible

Requires Interactions 
with people -
networking

Feedback 
Goal 
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See the same table represented graphically bellow 

 

 
 

Figure 6 Theme 2: Count of references in overarching reasoning for stressors 

a) Hindrances towards goal 

This category is mostly connected to stressors identified under the categories: job search 

filters capability, job description quality, complexity to fill in information, complexity 

of interactions to submit applications. The stressors are mostly connected to job search 

systems experience which is of core relevance to this study.  

A participant when referring to being able to filter jobs by specific criteria (requires 

driving license, sponsors work visa, experience etc.) said: 

 
…if the filter works then it doesn't waste anybody time cause it's 1000 jobs to go 

through. It will be a waste of time to apply to it. 
 

When referring to filling in CV information, one participant said: 
…Uh, when you already have your information, you don't want to be filling in again 

and again. 
…it's tiring to read the whole thing when you have too much text.  It's only like it's 

going to take too much time. 

 

b)  Unrealized expectations  

Unrealized expectations are a known source of stress. Whenever an expectation is not 

realized, frustration occurs which can be perceived as a hindrance.  

Examples of expectations are receiving personalized feedback from recruiters. 

Personalized would mean a detailed explanation of why a candidate was not selected as 

well as points for improvement. Reasonableness and fair treatment were also another 

point. Moreover, the expectation in terms of length of the search period and number of 

applications and interviews are also presented. Participant’s response examples are as 

follows: 

… Also initially, I was hoping, or I was thinking that I would find a job within 1 
month. And then 1 last turn to 2 months, 3 months and so on. 

…So that was beyond what I expected. 500 applications are a lot. I expected way 
less. And still no job. 
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c)  Self-perception of slow/no progress towards goal 

As time goes by, based on individual expectation, any self-perception of slowness in 

terms of number of interviews and positive feedback from recruiters contributes to 

stress. When initial expectations are not met with reality, then a sense of lack of 

direction occurs.  

…thousand applications and nobody contacts me. really? 
… I felt that I was not going anywhere; and in Sweden it's very slow to receive the 

answer from a job application. 
…I wasn't hearing about interviews. that was bit sad. And the more time was going, 

it became more and more stressful. 

 

d)  Emotional Connection 

Emotional connection is whenever a job candidate evaluates a job description in 

comparison to their profile/CV positively and believe their probability of being selected 

for a next stage is high; or when it is a company of interest; or when the candidate has 

put too much effort in the application (mainly for applications with high complexity as 

presented in theme 1).  

In these cases, jobseekers expect to receive a fair treatment from recruiters. That can 

mean being considered for an interview or receiving a detailed explanation of why they 

are not selected. A participant report after being part of the 3rd stage of recruitment: 

 
…Sending an automatic email at that time is so discouraging. Because you see your 
future manager and then you talk to HR as well and maybe future workmates…then 

yes, you feel disheartened. 

 

4.3.3 Theme 3: Job search stressors influence on job search progression 

This theme explores how stressors impact job search continuation. What attitudes, 

behaviors, and general responses jobseekers resolve to in face of the identified stressors. 
Category Cases References 

Develop Negative Attitudes 7 38 

• Apathy 6 8 

• Distrust 3 22 

• Thoughts of Giving up 5 8 

Emotional outbursts 3 6 

• Breaking down 2 5 

• Negative thought patterns 1 1 

Low Task Engagement 7 35 

• Pause job search 3 11 

• Procrastination 2 2 

• Spend less time 3 6 

• Stop searching - Give up 5 9 

Effort minimization 6 15 

• Avoid certain companies 2 6 

• Avoid engagement hard to apply systems 4 6 

• Reduce attention to detail 2 3 

Table 6 Theme 3: Job search stressors influence on job search progression 
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Figure 7 Theme 3: Count of references in job search stressors effect on search 

continuation 

 

 

a) Low Task Engagement 

This one of the most common responses and refers to consistently reduce effort (less 

time, less attention, procrastination) or halting search altogether. It generally occurs 

because of frustration due to sense of lack of progress, after negative feedback from an 

interview, or when no feedback at all is given. Self-perception of no progress plays a 

major role in this case. A few examples of participants responses: 

 
…And then yes, I did not stop but I did not apply that much as I did in like in the 

beginning maybe. 
…I don't spend as much time as before on the job description.  

…There was some time that I was in my pajamas, and I just watched movies the 
whole day 

 

b)  Effort minimization 

This is a somewhat subcategory of Low task engagement which describes the avoidance 

of any applications that require perceived extra effort; it is directly connected to the 

stressors in “hard to apply” “hard to search” “low quality job description”. It is 

sometimes deliberate and others involuntary.  

One peculiar type of effort minimization is that of avoidance of applying to certain 

companies based on previous bad experiences regardless of the system in use. This 

contrasts with another response which is to avoid every type of system perceived as 

“hard to apply system”. So basically, a jobseeker can avoid applying despite a company 

providing an easy to apply type of system if there has been a prior bad experience with 

that jobseeker. Examples from participants are as follows: 

 
…I don't apply for the same company if they don't give me feedback, not give me 
feedback. Well, at least they reply that like if they receive my CV or not. 
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…It was really, really bad that I even had to write back to that person. I'm like, why 
did you reject on a Saturday? … No, I never apply again. not to the same company. 

 
c)  Develop Negative Attitudes 

This response has to do with attitudes that emerge during the process. Participants 

reported different kinds of attitudes that feed back to how they think and perceive their 

progress; this attitudes impact how they act and engage recruiters.  

Attitudes occur as simple apathy (losing interest, not caring), generalized distrust on 

recruiters (bias, discrimination), and on online job search in general (believing it 

requires being known to someone – networking), or negative thought patterns (feeling 

unworthy, incompetent, low self-esteem etc.).  A few examples of notice follow: 

A participant referred to calling recruiters for feedback as a self-degrading act or as a 

lowering of esteem saying:  

…Me calling them, it just feels like I'm just throwing a pity party. 
 

An example of generalized distrust towards online job search: 

…I've not been so successful with just sending emails or applying for jobs on 
LinkedIn. It's always been through someone that I know. it's about networking. 

 
…And, sometimes I would just not open my inbox cause I already assumed that it 

will be NO. 
 

d) Emotional outbursts 

Emotional outbursts are expressions of disappointment and desperation and are 

generally connected to low task engagement; when this occurs, jobseekers are generally 

on the verge of giving up or at a point where job search intensity is very low. It is 

expressed in tears, sadness or negative thought patterns that continually feedback to the 

point of an outburst.  

Although not many participants reported such outcome, 2 mentioned being on the verge 

of giving up. An example of what we categorized an outburst: 

 
…I broke down so many times because I felt lost in between as well. am I doing the 

right thing? I was like I don't want to do it. 
 

In response to a recruiter’s feedback, a participant said: 

…There's a way he (the recruiter) talked that put me so low…that day was like one 
of the worst days of my life. 

…because I was so stressed, that I didn't want to apply anymore. I got fed up. 

 

 

4.4 Quantitative data presentation 

The data in this section serves to understand at a wider group, how the perception is 

distributed among all dimensions of job search that pose as potential stressors. This 

allows placing the specific stressors connected to job search systems in perspective.  
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Process description 

The data was collected through google forms technology which allows for a real time 

presentation of aggregated data through their interface for a pre-analysis; it presents 

simple graphs about the data being collected and allows exporting data to different 

formats. When the survey was closed, the data was exported to an Excel sheet for more 

advanced analysis. Before the analysis the data was cleansed to remove incomplete 

survey answers or any obvious incoherent data. 

In total there were 55 respondents to the survey. Three were removed due to incoherent 

data and because the participants chose not to be contacted by the researchers for 

clarification on their answers.   

 

Structure of results presentation 

Because the survey data is complementary as serves to confirm previous findings from 

the interview data, not much detail will be provided except through appendices. All 

demographic information description can be seen in Appendix D. This section describes 

the overall perception of participants with regards to their job search experience 

discriminated at different characteristics such as gender, work experience, stress 

intensity (from Very stressful to Not stressful at all), and job search journey stages. 

 

Job search stress by stage and stress intensity discriminated 

This section presents the overall perception of stress for the different stages of job 

search. The assessment is by intensity of stress from worst – very stressful to best – not 

stressful at all.  

The first research question of this study seeks to identify which aspects of job search 

journey are considered stressful by jobseekers. The following is a discrimination by 

stages. These stages were defined and explained on the methodology chapter, section 

on survey design. Although job stress intensity is not an objective measurement, it 

presents the perception on how the participants experience each of these stages.  

The data shows that the top 3 most stressful stages are: dealing with negative feedback, 

waiting for employer feedback, and taking part in interviews. It is also worth noting 

that social pressure (social media included) and keeping oneself motivated to continue 

the search also rank very high. See next the results grouped by search intensity. 
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Figure 8 Job search stress by stage and stress intensity discriminated 

 

Job search stress by stage and stress intensity accumulated 

The distinction between very stressful and a bit stressful is subject to each one 

psychological capital which is relative in nature. Therefore, it was important to view 

the same data disregarding such distinction and drawing only two discreet categories: 

either stressful or not stressful. The categories perceived as most stressful are: Taking 

part in interviews (83%), Waiting for employers to offer feedback (77.4%), filling in 

information in different job search systems (77.4%), dealing with negative feedback 

(75. %). Worthy of note, is that filling in information ranks higher than dealing with 

negative feedback. Because one of the focuses of this study is to explore the stressors 

which jobseekers find when they are interacting with job search systems, this aspect 

was considered as a core issue to ask in the interviews.  

Another, aspect connected to systems in the category on Searching on job platforms; 

although it does not rank as high, a significant 54.7% have reported this part as stressful 

but not very stressful (only 13% reported it as very stressful). This aspect encapsulates 

the search and reading of job descriptions.  
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Figure 9 Job search stress by stage and stress intensity accumulated 

 

Job search stress experience by participants interviewed 

The participants of the interview also rated their experience across the job search stages; 

the data corroborates with that of the bigger sample in terms of what is considered very 

stressful. However, on filling information overall assessment 90% considered it 

stressful while searching for information remains almost the same.  

 
Figure 10 Job search stress experience by participants interviewed 

 

Job search stress by stage and gender 

Below is a cross tabulation of the data by gender considering the percentage of 

participants who reported each aspect as stressful. The data shows that in almost every, 

female participants reported higher levels of stress.  
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Figure 11 Job search stress intensity overall by stage and gender 

 

A more detailed discrimination of the same data by all 4 levels of stress intensity by 

gender to assess can be found in Appendix D. 

 

Job candidate expectation in terms of length of search 

A question on how long participants expected their job search to last, data shows there 

was a huge disparity in expectation.  The table below is available with more detailed 

data on each participant in section 4.1, table 2. 

 
Employment status Unemployed Unemployed Unemployed Employed Unemployed Unemployed Unemployed Employed Employed 

Intensity of search Intensely Intensely Intensely Casually Intensely Intensely Intensely Intensely Intensely 

Length of search  

(by October 2021) in months 
15 11 9 3 5 8 11 3 3 

Expected Length of search  

in months 
6 6 5 3 1 3 10 6 2 

 

Table 7 Number of months of actual search vs expectation 
 

Job search expectation in terms of number of applications and interviews by 

interview participants 

 

Information about number of applications sent was only collected for interview 

participants. A much higher disparity is seen between expectation and reality. These 

numbers are rough estimates based on participants memory. In some cases, such 

information is available in job search systems such as LinkedIn which participants 

could verify. For other applications sent directly by email or other systems that do not 

record the number of applications sent, a guess was taken. However, even if numbers 

are reduced by half, the disparity would still be quite noticeable. This table is available 

with more detailed data on each participant in section 4.1, table 2. 
Actual No Applications 800+ 800+ 700+ 200 - 500 700+ 600 30 

Expected No Applications 100 60 50 10 - 20 100 100 50 

Nr Interviews 0 15 - - - 5 15 - - 

 

Table 8 Expected nr of applications and interviews by interview participants 

 

5. Discussion 

This chapter discusses the results of the study in relation to the purpose, research 

questions and previous studies. Furthermore, this chapter identifies and describes the 

implications of the study and its limitations. The first discusses the results, their 

implications, and the following section the research design that led to the results is 

discussed in terms of the purpose, limitations, strengths, and weaknesses. 

By Gender [Preparation for job search] [Searching on job platforms] [Filling in information] [Waiting for feedback]

Male 52% 58% 77% 71%

Female 81% 48% 76% 86%

[Dealing with negative the feedback] [Interviews] [Social pressure] [Networking]  [Self motivation]

68% 77% 52% 52% 58%

86% 90% 76% 62% 76%
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5.1 Results Discussion 

The purpose of this study was to identify and understand the sources of stress that 

jobseekers encounter on their interactions with job search systems. The purpose was 

formulated into three research questions. The first part will discuss RQ1 and RQ2 

whose goal was identifying stressors and their underlining reasoning. Then followed by 

a section discussing the implications of these stressors to job search progress; another 

section to discuss more general aspects and finally a consideration of existing literature 

in view of the results herein presented. 

 

 Job search stressors in context 

The first RQ aimed at identifying aspects of the job search journey that contribute to the 

perception of stress. On attempting to contextualize job search systems originated 

stressors, the study has widened the scope of inquiry to participants to better understand 

how systems related stressors are perceived.  

When looking at the dimension “Very stressful” in figure 4, we observe that aspects 

connected to job search systems are generally ranked lower than other aspects except 

for Networking (see figure 4). Also, the qualitative results corroborate with this wider 

finding; when counting the number of times each stressor / category is mentioned by 

interview participants (see figure 3 and table 4), the results resemble the same found 

through the survey. 

The model in figure 3, illustrates one reason for this perception. The closer a stressor is 

to the goal, the bigger the potential to excerpt more stress. For instance, Interviews and 

poor feedback rank highest in stress because they are the closest to the goal. The lack 

of feedback (no response or rejection without explanation) hinders the ability for 

improvement to increase the prospects of a job offer and so it is perceived as a blocker 

to increasing the chances of success and in that way, it continually hinders the 

progression towards the goal. And as observed by (Wanberg et al., 2020; Lim et al., 

2016), if the stress persists for a sufficient period or the severity is increased, the 

individual begins to lose capability. 

One important note is that this study did not fixate on any specific online job search 

system or portal but rather on the general perceived experience of jobseekers interacting 

with the different systems. Nevertheless, it is important to notice what systems 

jobseekers reported to have used the most, see below: 
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Figure 12 Online job portals used by jobseekers 

These online job portals serve as entry points to browsing or searching for jobs but the 

actual application submission can occur in the recruiters specific applicant tracking 

system (ATS). Since the ATS are specific to each recruiter, it is not covered in this list. 

The ATS would offer its own specific user experience. 

Job search systems can be grouped into three main stages: pre-application (discovery), 

application (action), post-application (reaction). 

 

Pre-application phase 

It includes aspects of search capability and reading job descriptions. The main goal is 

to explore and discover available jobs and select which to put an effort on. 

 

Job search capability 

The main consequence of poor search capability is forcing the user to read huge 

amounts of job descriptions where they ultimately do not qualify for. This elicits a 

feeling of waste of time, unnecessary effort and of loss of opportunities (SC1, SC2). 

Depending on job description quality, it may also result in applying to jobs where 

candidate does not qualify at all and add to the stress of dealing with negative feedback.  

This perception of loss of opportunities is well documented as being a cause for stress 

(Dickerson & Kemeny, 2004). 

The more specific the search filters can be the better. For each search results page, the 

jobseeker will read the job descriptions to further assess the job openings. In this case, 

the jobseeker is applying a second level filter - manually. However, reading job 

descriptions is time consuming, requires attention to detail and effort also considering 

the plurality of ways in which job descriptions are structured. This is not necessarily a 

new finding, though much more detailed; (Auerbach, 2018; CareerBuilder, 2017) found 

that about 60 percent of job seekers quit in the middle of filling out online job 

applications because of their length. Therefore, job description length needs to be 

considered. Particularly, as mobile recruitment grows; long job descriptions don’t fit on 

mobile screens. Studies already show that around 40% abandon applications that are 

not mobile-friendly (Appcast, 2020; Auerbach, 2018). 
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The core stressor concerning search capability, is linked to unavailability of specific 

filters; the assessment is that every piece of information that is critical for decision 

should be filterable.  

All information on eligibility (minimum requirements) should be filterable. Another 

way to define critical search filters is to identify all information a recruiter will assess 

to even consider a candidate in the first place. 

One interview participant reported a case in which they only found out they did not 

qualify for a position mid their first interview; for this case, the option to filter out 

companies that do not sponsor work visas was not available. For both the candidate and 

recruiter this is a critical piece of information and should be a first level filter. Again, 

even if this information was written in the job description, it would have required the 

jobseeker to find it.  

Although participants are generally satisfied with the UX of existing search engines, 

the ever-increasing database of jobs demands more advanced search capability. 

Job description quality 

Reading through a job description acts as a second level filter at first. A quick diagnostic 

read to decide whether to read on or skip, followed by a more detailed look to decide 

whether to apply. The core stressors have to do with descriptions length of text, 

appearing in a unprioritized order and lacking uniformity.  

The main consequence of stressors within this category is unnecessary effort and waste 

of time to find critical information to decide whether to apply. Unnecessary time spent 

to understand requirements to prepare a quality application (customize application for 

job position). 

Most companies prioritize information advertising the company and only then present 

the job opening details; however, any other information except for eligibility is only 

important once the jobseeker is qualified to apply, therefore all critical information for 

decision should be first and in concise manner. The miss prioritization of the 

information displays is one example that shows how uncentered on jobseekers’ 

companies are. 

Apart from miss prioritization, the lack of uniformity in the text description structure 

makes it harder for jobseekers to build a mental model that allows them to predictably 

find information. 

An eye tracking study by (Ladders, Inc, 2018) reveals that recruiters spend in average 

7.4 second rule when skimming a CV to decide whether to consider it or not.  

Resumes with cluttered layouts, a lack of white space on the page, multiple columns 

and long sentences did not fare well (Ladders, Inc, 2018). The more standardized a 

resume the better as it increased predictability on where recruiters look to find 

information. 

A similar expectation is on jobseekers’ side when skimming through job ads to decide 

whether to apply. The average number of applications sent by the interviewees in this 

study was 540 (with some candidates sending as many as 800+); that technically means 

they would have had to read at least 1000 job descriptions.  



 

55 

Uniformity is an aspect of information architecture that is not expected across systems 

but at least within a system. Currently, job search systems allow creative freedom for 

recruiters to structure their content as they please. This creates a chaotic scenario that 

slows down jobseeker’s ability to maximize job opportunities. This is also pointed out 

by (Matthews & Campbell, 2010) as display uncertainty which does tend to elicit 

distress. 

Because of the prolonged nature of the job search, the repeated exercise of searching 

and reading job descriptions overwhelms jobseekers. Research on HCI already 

identified user behaviors with potential for stress and this includes actions with 

repetition - repeating similar actions and search (Hancock and Szalma, 2012).  

This goes against the heuristic H2 as it tends to overwhelm jobseekers. However, the 

heuristics fail to address the aspect of Information architecture – display uncertainty 

(Matthews & Campbell, 2010) and content interpretation. This study proposes the 

introduction of two new heuristics:  

 

H11 Not providing a predictable Information architecture 

The prolonged nature of the job search activity requires some level predictability in its 

most repetitive tasks: search, read job descriptions. Such predictability allows the quick 

construction of user mental models that reduce the time and effort while increasing the 

quality of applications. The content of the job ads should be considered an integral part 

of the overall Information architecture of a job search system. The creative freedom 

afforded to recruiters to write content needs to align to a prescribed architecture.  

H12 Not acknowledging reasonable user interpretation of content 

Apart from having a predictable structure, content needs to follow priority of 

importance to the reader; it also must answer all critical questions without ambiguity. 

One major issue with job search systems design is that designers seem to follow a good 

UX discovery phase for the design of the features but not for the content structure which 

is core aspect of the design.  

Application phase 

The results show that two main categories of systems emerge: hard-to-apply and easy-

to-apply. Hard to apply systems are perceived as requiring unnecessary and 

inconvenient steps. Previous research shows that filling in forms is a major cause for 

high abandonment rates in online job applications; a study by (CareerBuilder, 2017) 

shows 60 percent of jobseekers quit mid filling out application forms due to length and 

complexity. Despite this fact, it is still a common practice for companies to require the 

filling in of long forms to apply.  

Jobseekers spend a significant time preparing documentation (resume, cover letters, 

CVs) expecting to simply upload them to apply. Still, companies redirect jobseekers to 

their Applicant Tracking Systems (ATS) that require them to fill in their sections of 

their resume manually again. This violates H9 – Acknowledging reasonable user 

actions; users expect reasonableness from the process. Previous studies also show that 
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requiring jobseekers to re-enter resume into fields is a major cause for drop-offs 

(CareerBuilder, 2017; Appcast, 2020). 

Other examples are forms to create new accounts without the possibility to use existing 

third-party accounts, or additional verification steps (Ex.: SMS tokens, email 

verification). 

The main consequence for jobseekers is the unnecessary increased effort and time. 

Apart from that, an interesting finding is that whenever jobseeker abandons an 

application process, this elicits a sense of loss of an opportunity. This sense of loss 

increases stress as it indirectly moves the jobseeker away from the goal. This a 

manifestation of previous findings by researchers; that stress begets the possibilities to 

find job cyclically. (Wanberg et al., 2020).  

Attempts to reduce this have been in the form of automation strategy; automatically 

scrapping resume documents and public profiles (like LinkedIn), to fill in ATS. While 

that is helpful, it still requires reformatting and editing which becomes pointless and 

time-consuming. (CareerBuilder, 2017; Appcast, 2020). 

One aspect not covered in the existing heuristics, is that of the availability of functions 

to interrupt work without losing current progress. This is particularly important, for 

job applications that have long forms to fill in; however undesirable, this study 

proposes a new heuristic H13.  

H13 - Revealing ability to safely interrupt workflow. 

Forms must allow user to pause the task and continue later. This is important not to 

overwhelm users with the need to complete the interaction immediately. This is the case 

for search – saving search filters or results, current application form – enabling drafts 

before final submission. 

Post Application 

This phase is mostly connected to how systems provide functions of feedback. One 

important aspect of feedback is the acknowledgement of the reception of the job 

application upon sending. This creates a sense of trust and reliability to the jobseeker. 

It is important that this feedback is immediate. When time passes by, and no feedback 

is provided a sense of loss is elicited.  

This aspect is linked to heuristics H7 - Relieve Time Pressure and H3 - Acknowledge 

Human Interpretations of Time Passing. Providing feedback is the responsibility of 

recruiters; however, job search systems can help recruiters be more transparent and pro-

active to update jobseekers on the status of the recruitment process.  

One major complaint from interview participants, is that most job applications remain 

without any response after application. A survey, from CareerBuilder (2013) showed 

that as much as 75% of job applications ended without any response. Interview 

participants revealed that when they do not receive a response, they feel ignored, 

confused, and stressed; they regard no feedback as negative feedback of a worse kind 

than just being rejected. Previous studies also show that pessimistic performance 

feedback increases distress. (Matthews & Panganiban, 2012; Zeidner & Matthews, 

2005). 
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This creates unnecessary anxiety and expectation. One aspect of transparency is letting 

candidates know the status of the recruitment pipeline. Mainly to consider, stages of the 

process, conditions to advance, deadlines to expect a reply, and recurring updates until 

final decision.  

The content of the feedback is of sole responsibility of the recruiter; however, tracking 

a process status and pro-actively send updates to jobseeker is well within systems 

capabilities and would address H3 and H7. 

Apart from these two heuristics, H5 - Provide Positive Feedback to User Input and 

Events is in view in this case. An event has occurred – a job application, and a reaction 

is expected. Positive in this case would mean a response. This response would need to 

be within the parameters of H4 - Use Appropriate Tone and Emotion. 

 

Stressless design heuristics 

The pain points in job search are not limited to a particular system but distributed out 

across system endpoints. Stressors are spread across systems and only visible by the 

lenses of the jobseeker. 

For this study, each stress less design heuristic was rewritten to reflect its negative to 

categorize stressors. The stressors were mapped and further described in table 9 below. 

However, not every stressor fit in the existing design heuristics; therefore, this study 

proposed the introduction of three new stress less design heuristics, two of them already 

described H11 and H12, and now H13. 

The following table is a further commentary in each stressor. A strikethrough means 

this stressor has not been identified. 

 

Heuristics / Stressor Comment 

H1 Reveal Ability to Control 

Interruptions (SC1, SC2) 

Job search system interactions are short 

lived most of the time and therefore no 

need to control for interruptions. 

H2 Reduce Feelings of Being Overwhelmed (SC2, SC4) 

Search capability / Job description 

quality 

Having to forcibly read job descriptions 

to filter out jobs 

Not being able to consume all results 

Having too much text to go through 

 

Complexity to fill and apply 

Having to fill in all resume/CV 

information manually from scratch. 

Appearance – looking long to fill or long 

time to complete 

Too many clicks to completion 

Too much time to completion 

One of the biggest reasons for fatigue is 

manually scanning jobs to filter out. 

Systems need to offer more specific search 

capability based on job requirements fields.  

 

 

 

Filling in information repeatedly is not seen 

as a reasonable action. Jobseekers expect to 

be able to share their existing data (CV file, 

public profile, public portfolio) 

The interaction should be short lived. 
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Extra effort is reasonable when it is for 

enrichment purposes; for instance, 

providing a cover letter, portfolio, 

performing a test or assignment. 

H3 Acknowledge Human Interpretations of Time Passing (SC1, SC2) 

Recruitment process information: 

timeline, transparency, and updates. 

 

Self-perception of progress 

The system needs to aid recruiters to 

provide feedback on the status of the 

recruitment process. A silent response is not 

reasonable feedback.  

After the application, the recruitment 

process needs to come to completion with 

an expected outcome (accepted / rejected). 

Timelines and updates on the process are 

important for expectation management. 

Silent responses are more detrimental than 

negative responses. 

H4 Use Appropriate Tone and Emotion (SC1, SC4) 

Personalization 

Appropriacy (timing and tone / mood) 

Perception of deception - false positive 

feedback 

Recruiter feedback servers better when 

direct and offering information important 

for improvement.  

H5 Provide Positive Feedback to User Input and Events (SC1, SC4) 

System Feedback 

System Lacking Reliability 

 

H6 Encourage Prosocial Interaction (SC4) 

Environmental Factor 

Threat to ego or self in social media 

 

H7 Relieve Time Pressure (SC1, SC2, SC4) 

Recruiter Feedback 

Recruitment process information: 

timeline, transparency, and updates. 

Self-perception of progress 

 

H8 Choose Naturally Calming Elements (SC1) 

H9 Acknowledge Reasonable User Actions (SC1, SC2) 

Complexity to fill and apply 

 

Having to fill in all resume/CV 

information manually from scratch. 

 

Convenience - being asked to upload 

document after manually filling in 

Users except few reasonable actions: 

• Simple CV/Resume upload 

• Sharing a public profile link 

• Use existing accounts to avoid 

account creation 

• Only fulfill specific requirements 

apart from information on the CV 

H10 Demystify the Interface (SC1, SC3) 

H11 [Proposed] Use or Present a predictable IA / Content structure 
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Job description quality 

Priority - having unnecessary 

information prioritized 

Uniformity of structure - not easy to skim 

text 

 

For read intensive interactions, a 

predictable IA is important as it allows the 

user to build a mental model that allows 

them to skim through the text and make 

quicker decisions.   

H12 [Proposed] Acknowledge Reasonable User interpretation of Content 

Job description quality 

Lack of content clarity and description 

precision 

Misuse of correct technical lingo 

Critical information must be clear enough 

and without ambiguity. For instance, it must 

be clear what requirements are “must-

haves” and which are “nice-to-haves” as 

well as how much of them “experience”.  

 

For positions with specific technical lingo, 

it is important to have experts in the area 

review the content to avoid ambiguity, 

clarity and increase credibility. 

H13 [Proposed] Reveal ability to 

interrupt workflow 

Systems that require long time to fill in 

forms should provide for ways hibernate / 

interrupt without loss of information 

already filled in. 

 

Table 9 Mapping of stressor and stressless design heuristics 

 

Jobseeker-centered design  

Companies providing job search products generally rely on B2B business models for 

profit; recruiters pay to advertise job ads and to manage job applicants. Job search 

workflows then are designed focused on recruiter goals. Recruiters design systems 

envisioning short interactions with job applicants unaware of the bigger context. 

Job search is a marathon in nature and not a sprint. However, the systems are designed 

for sprints. In isolation, a single flow to apply for a job regardless of stressors would be 

ok perhaps; but in context of a process that is prone to stress from several different 

dimensions the systems do not serve to help. 

So, for instance, a single interaction which requires a jobseeker to fill in a long form of 

a templated job application form, in isolation might provide an acceptable UX but in 

the overall context of the multiple interactions a user has, it becomes stressful. In this 

case, the whole is not better than the sum of its parts because the parts are not made for 

the whole. 

A jobseeker-centered design is hard to achieve when the designers design for 

optimizing only a sub-component of the whole system.  

One suggestion would be for the elimination of account creation, registration, account 

verification forms altogether. Eliminate redundant steps, multiple registration points 
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and potential bottlenecks. The industry is not integrated. There is need to promote 

integration within the employment ecosystem. 

 

General observations  

In terms of platform, this study suggests that there seems to be no apparent difference 

in how stress is perceived. Most participants in this study used their desktop computers 

to apply for jobs; although admitting to sometimes beginning job search on the phone, 

applications were always sent via desktop. This might be due to the small sample in this 

study or an indication that job search systems are not mobile-friendly. This limits 

jobseekers’ ability to explore mobile recruitment. 

Aspects of gamification have not been identified by participants; job search is a serious 

system due to its goal. Investigating what and how gamification can be introduced to 

help jobseekers experience is a research direction. 

This study also presents a few aspects that do not directly stem from the online job 

search systems such as: jobseekers unrealized expectations, threat in social media or 

even job descriptions. Although jobseekers’ expectations might be completely outside 

the systems, they might be an indication of what the systems lack; some of the online 

job portals are also social networks which can excerpt social pressure on jobseekers and 

degrade their experience – offering options to stop or pause notifications or access to 

spaces that create anxiety, or a sentiment of failure is important. Last, job descriptions 

have been looked at as external to systems but in this study, we argue the opposite 

should be the case. Job descriptions are part of the overall Information architecture of 

the systems even though the creative power to craft the textual descriptions is on the 

recruiter’s side. Job portals should proactively restrict this creativity by implementing 

constraints that provide consistency, uniformity or overall organization to job 

descriptions to help jobseekers skim these long texts faster.  

 

5.2 Method Discussion 

This chapter presents a discussion of the research design chosen, its execution in terms 

of strengths and weaknesses; it also discusses the validity and reliability of the study 

while showing the purpose is fulfilled. 

The relative nature of stressors, the genericity of stressor characteristics and even 

somewhat vagueness of existing stress-less design heuristics, the difficulty in 

measuring stress makes exploratory research more desirable. The study followed a 

mixed method approach collecting both data from interviews and a survey. The data 

was collected in parallel, and participants for the interview were selected based on the 

survey. The interview was more in-depth and aimed to capture participants feelings, 

behaviors, and their reasons. For interview data analysis, a thematic analysis was 

performed through which categories and themes were developed in connection with the 

research questions. The survey data was analyzed with simple descriptive statistical 

methods. 
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Type and Approach 

The relative nature of stressors, the genericity of stressor characteristics and even 

somewhat vagueness of existing stress-less design heuristics, the difficulty in 

measuring stress makes exploratory research more desirable. Stress in the context of 

software design is a shaky ground as the boundaries of the sources of formation of 

technostress are not clear. It is particularly harder in the context of job search which 

poses many different sources of stress and stress intensifiers. Stressless design 

heuristics offer a base for identifying potential stressors but not point to specific 

concrete UI elements.  

The authors having gone through job search prior to the research, have somewhat pre-

desk research in background. This might be a cause for bias in perspective but also 

helps to empathize with jobseekers’ view. 

 

Research design 

In terms of design, this study is mixed methods with a priority in qualitative data. Based 

on the qualitative data, the research questions can be answered. The quantitative data 

serves to enrich to contextualization of job search stressors within the different 

aspects/stages of the journey a jobseeker goes through. This broader context allows for 

a clearer visibility of where the major pain points lie when comparing job search 

systems related stressors with other on-tech stressors.  

The mixed method strategy conducted was concurrent; that means both qualitative (by 

interviews) and quantitative (by surveys) data were collected simultaneously. The main 

reason for this choice was the limitation in time and the fact that the data collected for 

the quantitative part did not entirely depend on the output of the qualitative part. Also, 

after collecting feedback the pilot interview, there was confidence the survey would be 

able to collect the necessary information concurrently. Still, the survey was 

administered only after the beginning of the interviews to create a window of 

improvement based on participants’ feedback.  

One weakness of concurrent approaches is that you are unable to actualize the one data 

collection tool based on the other if some new information appears. Given enough time, 

this study would benefit more with following a sequential strategy in which the survey 

would only start after finalizing the analysis of the interview data.  

Another point of importance is that job search stress and fatigue occur over time. So, 

there will be a difference in experience depending on how long a participant had been 

searching for a job. For this reason, this study privileged participants who had been 

searching for over 3 months minimum. This number is half the average time for regular 

job search – 6 months.  Out of the 9 participants, only 3 had been searching for a job 

less than 3 months. Still, participants would share a snapshot of their experience now 

and try to recall any memories. Certainly, there are details of their experience that get 

lost in time. To account for the whole period of the job search, a longitudinal study 

would be more beneficial to track the change in stress experience over time. In this case, 

interviews and surveys would be conducted over time.  
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Interviews 

This is common qualitative method and well known in its strengths and weakness. This 

study followed a semi-structure approach to allow a degree of flexibility in conducting 

the interview while following a plan. Job search stress in the context of mental health 

is a sensitive topic. Participants share frustrations, emotions and that requires the 

interviewer to have skills to handle and avoid affecting participants performance. Also, 

participants might be adamant to be vulnerable and share all their pain points and so be 

a bit deceptive and only share what the interviewer wants to hear. For this, the 

interviewers started by sharing the goal of the study, the purpose of collecting the data 

and mainly how the data was going to be stored, used, and later disposed as well as 

allowing them to stop the interview at any given time and require the deletion of all 

audio data and notes. 

One challenge was sticking to the script. Because participants are reporting experience 

accumulated over time, they would often answer several questions at the same time. To 

avoid repetition of questions, the interviewer would seek to skip these questions while 

still making sure they were fully answered. For this having two interviewers is 

beneficial, one for note taking and another for questioning; this was not always possible 

due to availability issues. 

Because the presence of the interviewer might affect participants performance, 

observation techniques present a few advantages over interview. Collecting data 

through observation of real-world use of the systems, preferably over time would offer 

insights into how the software design is used and how stress is formed. Observation of 

real-world use would require the use of intrusive techniques to record screens, facial 

expressions, sound; and, to record diaries to track and rate job application iterations. 

Fortunately, the participants in this study were very cooperative and overall articulate 

and all spoke English fluently. They appeared willing to share their frustration points 

with the hope that such studies would be useful and helpful for future jobseekers. They 

generally expressed interest in the outcomes of the study and in their implications. This 

had a significant impact on dealing with the ethical side of this study. 

 

Survey design 

The survey data was collected once in time. It captured the sentiment of the jobseekers 

during the period of collection as a self-reflection of their journey that far. The non-

probabilistic sampling strategy followed allowed for flexibility in finding participants 

in a convenience based. Generalizations were not the goal and so the sample was 

defined to be between 50 and 100. Due to time, only 53 participants filled in the survey. 

Based on the population size of people searching for jobs in Sweden, a much bigger 

sample would be very beneficial. The data here was collected over a month only; so, 

collecting data over a longer period would allow getting more participants.  

 

Data Analysis 

Thematic analysis was applied to identify themes emerging from participants 

transcripts. This a commonly used method to analyze interview data. With existing 
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tools, transcribing audio files has become less tedious. Before starting the analysis, all 

transcripts were reviewed. Since the interviewers were already familiar with the content 

and that made it easier for memoing. A typical thematic analysis process was followed. 

The critical point was the coding or labelling process of the data. To code the data two 

methods were applied: emotion coding and thematic coding.  

Before coding, anchor codes were defined based on the Research questions. This made 

it easier to group the codes. Anchor codes were “Stressor”, “Reason for stressor”, 

“Effect of stressor”. To speed up the process, NVivo software was used in its trial 

version. It allows for coding and generating different reports and statistics immediately 

which helps understand the data more as coding goes on.  

One challenge of coding text is identifying what to code and how to properly label it. 

Also, codes kept changing over time as new information emerged. Constantly revisiting 

codes to rename them to mean something new that appeared. Also, people tend to label 

the same statements by participants differently. Also, text data does not have emotional 

content attached and so a sentence said during the interview would mean something 

slightly different when considering facial expression and emotions. However, most of 

the text used simple language and anything unclear, there were the audio and video files 

of the interviews to double check and consider for coding.  

Coding takes long time and requires a lot of effort. So, having longer time to do analysis 

would be beneficial also; however, for the purposes of this study, the all-research 

questions were answered fully based on the performed analysis.  

 

Ethical considerations 

Due to the sensitive nature of the information shared during interviews, ethical aspects 

of the research were of utmost importance. It was critical to clarify the purpose and 

boundaries of the research, obtain consent and ensure confidence as to how data would 

be stored and processed. This helps to establish a professional relationship between 

researcher and participant (Blandford et al., 2016; Blandford, 2013).  

Also, participants had to write to pause or stop the interview anytime and revoke 

permissions to their data. Boundaries to questions ensured no unrelated questions would 

be answered except the jobseeker initiated and voluntarily desired to share such 

information. This is the case for instance, on the question on the number of interviews 

a participant had attended. 

All participants followed through the interview and showed interest in providing further 

information if requested. There was an overall confidence in the process even though 

participants did ask reassuring questions on how data would be presented in the 

research.  

 

Validity and reliability 

The reliability and validity research results depends first on the research design, on the 

adequacy of the methods and samples, and on conducting the research consistently.  

The study can be replicated based on the methods defined and the instruments used. A 

focus was placed in explaining in detail how each method was applied to increase 
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replicability. The outcomes would highly depend on the sample of participants and on 

how analysis is performed, mainly when it comes to coding. It is also important to 

consider that the research was conducted during the pandemic. It might be that stress 

responses were also higher due to this fact. Running the same study across different 

economic and labor market cultures can be beneficial to assess if the results are context-

bound. The consistency of the findings would be able to prove the reliability of the 

study.  

In terms of the results, the study provides comprehensive textual evidence of interview 

participants excerpts verbatim. The thought process was also described extensively to 

help clarify the conclusions reached.  

In terms of internal validity, the study does consider that the cause of stress in the case 

of job search systems is solely originating from them. Stress in job search comes from 

different directions. Certainly, the study shows job search systems contribute to it. The 

study did not aim to measure the intensity of stressors but to identify and understand 

their cause. Previous research corroborates that there is a negative sentiment towards 

how recruitment processes work; the survey data shows that different aspects are 

perceived as causing different levels of stress. 

For external validity, a consideration is that interview participants are not so similar and 

represent different groups. Although 60% are female, they differ in other aspects. 

Citizenship (which is a pressing issue for foreigners), level of education, previous 

experience, employment status and age (see table 2). 
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6. Conclusions and Further Research 

6.1  Conclusions 

The purpose of this study was to identify and understand the sources of stress (stressors) 

that jobseekers encounter on their interactions with job search systems. It also aimed to 

frame job stressors on the wider context of the job search journey considering other 

pressing aspects therein. The study relied on self-reported perceptions by jobseekers on 

their stress responses to such stressors. These stressors were identified by means of the 

definition of stressor characteristics and stressless design heuristics as well as by known 

UX metrics and HCI fundamentals on stress and task performance. 

Stress within software design is relatively unexplored; therefore, this study followed an 

exploratory approach on a mixed method design. The design was mainly qualitative 

with a supplementary quantitative aspect to frame findings for bigger sample of 

participants. For the research methods, semi-structured interviews were conducted 

followed by a survey to expand the data scope.  

Job search systems stressors are framed on the context of job search and better 

visualized with the jobseeker lenses. The main job search systems related stressors were 

those connected to increased feelings of being overwhelmed. The lack of specificity in 

search filters forces jobseekers to read through huge amounts of job descriptions of 

poorly structured, long, and cluttered layouts, lacking critical information and clarity; 

it’s also related to the complexity of the process to apply, namely filling in resume 

sections manually, creating new accounts, following verification steps and so on (H2).  

Another major aspect of job search is the lack of pro-active feedback. Although this is 

a sole responsibility of recruiters, systems can pro-actively help recruiters provide 

feedback in terms of status updates and so acknowledge human interpretation of time 

passing by and relieve time pressure. In terms of design, feedback systems here act as 

asynchronous background progress bars that can be consulted at any time by jobseekers. 

One important finding here is that silent responses are perceived as rejections. 

Rejections increase the feeling of overwhelm and beget performance negatively (H2, 

H3). Sadly, the interview participants reported that most job applications do not get any 

response at all and therefore violate H3, 5 and 7. 

Another major stressor occurs when reasonable user actions are not recognized and 

considered; previous research has shown repeatedly that long online forms are a major 

cause for high abandon rate in online job applications. Jobseekers do not want to fill in 

forms for information already in hand and expect simplicity: share existing profile 

information in the form of resume or public profiles (H9). Any effort in manually 

providing information needs to be for enrichment purposes only.  

Stressless design heuristics are good tools to identify points of improvement in 

complement to the existing usability heuristics. This study proposed to expand the 

heuristics by the introduction of three new stressless design heuristics.  

The stressors identified in this study show that job search is not jobseeker centered. 

Efforts towards this direction require combination of efforts by job search systems 

designers, recruiters, and the public employment authority to introduce regulations to 

protect jobseekers’ mental health. 
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In terms of reasoning for stressors, the core reason is the hindrance of progress towards 

the goal – getting a job. The goal should not be overlooked by sub-goals. The hindrance 

occurs in the form of perceived waste of time and increased effort. The impact on job 

search continuation is well known in literature; it manifests in the forms of lower task 

engagement as well as development of negative attitudes; this study also adds, 

emotional outbursts in cases of emotional connections and broken expectations. 

6.1.1 Practical implications 

It is long known from previous research that unemployment is considered a risk factor 

for mental health. This is a call for increased Corporate Social Responsibility. It also is 

a call to the Public Employment authority to introduce policies to improve the landscape 

of job search to the benefit of jobseekers’ mental health. 

Designing a job search system without the context of job search stress presented in this 

study, might satisfy business needs but to the detriment of jobseekers; and by not 

satisfying the jobseekers, recruiters lose access to a pool of talents for hiring. So, it is 

in the interest of businesses to address the issues presented in this study. 

Another emphasis in job search has been on interventions; these interventions generally 

aim at helping jobseekers improve their documentation (resume, CV, cover letters) and 

job search skills.  

However, an emphasis on building jobseekers’ psychological capital is necessary; 

based on interview participants there is a clear case that most jobseekers are unprepared 

to the reality of job search based on their expectations.  

Different online surveys show the high level of dissatisfaction of jobseekers with the 

process; however, the awareness of how current job search workflows and systems 

contribute to job search stress in low.  

This study shows how jobseeker uncentered job search is. New designs that are not only 

good UX but stressless UX will have to focus more on the jobseeker. 

An industry wide integration is needed; local optimizations can help but the discussion 

needs to occur on the ecosystem level. 

6.1.2 Scientific implications 

Stressless design heuristics act to complement existing heuristics; yet these are general 

guidelines that seem to be context bound. Job search tends to induce fatigue as it is a 

prolonged task. The stressors identified in this study are only visible because systems 

are used over time.  

Because of the nature of job search, the boundaries of influence of different stressors 

remain unclear. This study has shown how bad information architecture (IA) harms the 

user in prolonged use. This shows that the methods and practices of user testing and ux 

evaluation might be lacking a longitudinal aspect to identify design stressors. Having 

users in a room for a few minutes to perform user tests might yield far-fetched results 

to how the design performs when in prolonged use. Another point is on whether there 

are concrete UI elements that contribute to the formation of stress. Finally, the need to 

develop methods to identify software usage patterns that denote changes in levels of 

stress – stress measurement in software. 



 

67 

6.2 Further Research 

This study focused on exploring job search related stressors broadly. The new field of 

Calming Technology has emerged by proposing the development of techniques and 

tools to reduce stress as well as by introducing sources of calm – coined “Calmors”. 

This study focused on the former. One direction of research proposed is to investigate 

how calmors can be introduced in job search journey design to induce calm to counter 

stress. This would also include gamification as a direction. 

In terms of UX design, going to a more concrete level of UX could be important to 

identify what elements of a UI may be inducing to stress states. 

In terms of methods, new studies could focus on longitudinal approach to track 

jobseekers’ behavior towards job search systems over time. It also would be beneficial 

to observe participants perform job search tasks and learn how existing designs are 

being used as opposed to interviews. This could be complemented by the measurement 

of stress responses; measuring stress responses for relative stress and in the context of 

software still lacks adequate instruments. Therefore, one research direction is to find 

how stressors can be measured in design. 

For practical purposes, the labor market research has developed different tools to 

analyse employee and jobseeker sentiment such as Jobseeker Sentiment Index and the 

Employee Experience Index. A research direction is to introduce a Job Search Stress 

Experience Index. This would be a valuable indicator to help the labor market 

stakeholders track how they perform in terms of becoming jobseeker centered and 

stressless.  

Another direction is the investigation in terms of Job ad description quality index. This 

new index would track the improvement on published job openings in terms of the 

aspects presented in this study. This would also serve as a guideline for recruiters to 

measure their job ad quality. 

Furthermore, studies that account for economic factors, culture and other contextual 

elements would be beneficial to track job search stress.  
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8. Appendices 

8.1 Appendix A: Consent form 

  
Participation Consent Form  

Master thesis: Towards a stress-less user experience: How job search systems 

contribute to job search stress? 
  

I agree to participate in the master’s thesis project at Jönköping University in Sweden 

under following Conditions. 

   

1. I have taken part in this study willingly without any external Influence or benefits. 

2. I acknowledge that I have right to withdraw from the study at any time and request 

deletion of all personal data. 

3. I accept to share my computer screen during interviews. 

4. I am aware that the data will be anonymous and used for the process of analysis, the 

recorded data will be stored for one year after the publishing of the thesis. 

5. I completely agree to the usage of excerpts of my transcribed speech in the thesis 

anonymized without any need of further approval from me. 

 

 
Date:                                  
Participant´s signature:                      
Researchers´ signature:   
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8.2 Appendix B: Survey participation form - Adapted 

This form was adapted to fit two pages only. The original form extracted from google 

forms would be long otherwise. 

Master Thesis Project - Job search experience 

This questionnaire is part of a master thesis project conducted by masters’ students 

currently enrolled on the master’s programme UX Design and IT Architecture by the 

Jonkoping University, Sweden. The goal of the study is to study the job search user 

experience of jobseekers (primarily in Sweden). This is aimed at anyone (employed or 

unemployed) who has been engaged in job search (intensely or casually) within the 

last 12 months. The data will later be anonymized to retain the privacy of the 

participants and will be kept in storage for as long as the study is ongoing. Thank you 

very much for you collaboration and kindness to share your time in our study.  

 

Required fields *  

1. Age * ____ 

2. Gender * (Male/Female/Prefer not to say) 

3. Residence status * (Citizen / Permanent Residency / Temporary residence - 

for studies, work permit, etc...) 

4. Email address (for contact in case of necessary clarification of some 

important information) 

5. Name (Optional) 

6. Highest Education Level * High school / Bachelor / Masters / PhD 

7. What areas / programs of study did you graduate in? * 

8. Do you have a degree in a Swedish University? * (Yes / No) 

9. Business languages that you speak and/or write at essential level (you can 

communicate well in a business setting) *  

10. (English / Swedish / Others) 

11. Work Experience Level within your area of Education * (No experience / 1-2 

years / 3-5 years / 6-10 years / 10+) 

12. What type of employment have you been looking for? * (Permanent job / 

Temporary / Internship / Seasonal / On-demand / Other) 

13. What type of job search did you do? * 

o Career change (change to a new industry) 

o Career development (switch employers in the same industry) 

o Start/continue career (start working right after 

studies 

14. During the time of your engagement in job search, you 

were: *(Employed / Unemployed) 

15. How intensely were you searching for jobs? * (Intensely searching – 6 hours + 

daily / Casually searching) 
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16. How long has your job search lasted in months? From approximate start date 

of search to the end. We are looking for the extension of the search and not 

only the accumulated active hours of search. * 

17. In average, how many applications do you think you sent? * 

18. In average, I how many applications did you believe a candidate would need 

to send to get a job? * 

19. Did you have pressure on a deadline to find a job? * 

20. What locations did you target/prefer more? * 

o Primarily in Sweden 

o Anywhere in Europe 

o Anywhere in the World 

o It changed throughout the job search 

21. What job search strategy did you use? * 

o Wide (apply to a diverse type of jobs areas and locations) 

o Deep (only apply to jobs in my area of expertise) 

o Started with the first and evolved to the second Started with the second 

and evolved to the first 

o I did not have a strategy in mind 

o Other: 

22. What job search systems did you use the most? * 

23. What platform did you mostly use? * (Mobile / Desktop / Tablet) 

24. How stressful do you consider your job search journey to be / to have been 

overall? * 

1 2 3 4 5 

 
 

25. What part of the job search did you experience the most stress over time? * 

 

Very stressful Not stressful at all 

Very 
stressful 

A bit 
Stressful 

Not 
stressful 

Not stressful 
at all 

Preparation before starting job 
search (CV, resume, cover letter) 

Searching on different systems 

Reading job descriptions 

Filling information in different 
systems 

Waiting for feedback 

Dealing with negative the feedback 

Interviews 

Social pressure 

Networking with people 

Keeping yourself motivated 
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26. (Optional) If there is an important aspect that was not mentioned above, please 

describe it shortly bellow. 

27. At the beginning of your job search, how long at maximum did you believe it 

would take you to get a job in months? * 

28. How many interviews did you attend on average? * 

8.3 Appendix C: Interview Guide 

 

Section A 

 

Introduction 

• Welcome 

• Introduce interviewers  

• Provide context of the master 

thesis purpose 

• Explain interview process 

• Ask questions about survey data 

 

Consent 

• Withdrawal from participating at 

any time 

• The audio will be recorded, 

stored, and transcribed for 

analysis purposes. 

• Data will be stored for a year 

after the publishing the thesis. 

• All the data will be anonymized 

while transcribing 

• All results presented in the thesis 

will be anonymized 

 
Questions 

 

Section B 

 

1. Preparation before job search: 

• In general, how did you practically prepare yourself for the job search? 

• How did you feel during your preparation phase? 

• What research did you do about the job market about your industry?  

(Amount of job openings, hiring seasons, location, salaries, open positions) 

• Career counseling. Did you attend any career counseling session, course, 

and webinar? How useful was it?  

• What expectations: time to take, feeling did you have? What gave you the 

confident that would land a job within expectations? 

• How do you track your progress? Keep organized?  

• What would you like to have known or done to prepare yourself better? 

Close ended questions:  

Number of applications sent, number of interviews, number of companies that 

responded. 

 

 

 

 



 

78 

 

Section C 

 

2. Job Search Phase – Ask to open one of the Job boards to help with 

reflection 

• What was the common place to search jobs? (Job portals, company 

website, newspaper, social media, Arbetsförmedlingen, JU career portal?) 

• What Search systems capability / features did you look for? 

• Browsing and SERP (Search Results Page) 

• How do you describe the results from your search (overwhelming, too 

many per page? reasonable, comprehensive) 

• How did you feel about the results? (Number of jobs, relevance, …) 

• How relevant were the results? 

• What filter capability did you miss the most? 

 

3. Selection of jobs to apply – Job skimming / reading job descriptions 

• What the information did you look for when evaluating a job?  

• How comprehensive is the amount of information displayed? (Did you lack 

any crucial information? Was it more than necessary for your decision?) 

• How useful is the information displayed at first for job selection? 

• Are there any distracting factors to your job selection within the system? 

(Language of display of the job ad, etc.…) 

• Was there anything you missed the most when it comes to job matching? 

• What was the most difficult/annoying/complex task here? 

• How do you feel about most job portals with regards to information needed 

for action? 

• Have there been reasons to give up reading some job descriptions? Even 

when they fit your profile. 

• What do you think about the content, layout, structure, length, language of 

the content of job ads? 

• Can show an example of bad vs good descriptions? 

 

4. Job Application 

• What strategy did you use to send applications? (Send immediately, save 

for later, send a batch at a time, send by system, send by email) 

• What was your favorite means of sending applications (from the job board, 

email, company website?)? 

• What was the best-case scenario for applying (when all is smooth) Why? 

How did it make you feel? 

• What was the worst? Why? How did it make you feel? 

• Has there been instances where you gave up? 

• Do you trust that your application is sent when you apply generally? Why? 

4.1 On-boarding phase in diverse systems 

• How do you describe the on boarding process?  
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- Creating accounts (passwords)  

- Two step verifications 

4.2 Filling in information 

• What did you do to reduce the effort needed to fill in information? Did you 

investigate any tools to speed up the filling of information?  

• What was the best-case scenario for filling in information? 

• What was the worst-case scenario for filling in information? 

• What was the most stressful about filling in information? 

• What examples annoying / difficult/ stressful scenarios do you remember 

when applying?  

• How long did it take you? 

• What do you think is reasonable? 

Section D 

 

5. Post - application 

• Feedback from systems to confirm submission of application.  

• Was the information useful? Clear? Sufficient? 

• What information would you like to have been added to the feedback from 

your submission? 

 

6. Waiting for employer feedback 

• What was the most difficult/stressful/annoying part of waiting? (Clarity on the 

process, updates (no progress bar), timelines, delays, etc.…) 

• How did it make you feel? Why? 

• What would you like to see improved on employer feedback systems? 

 

7. Handling feedback 

• How did negative feedback affect the rest of your search? 

• Do you prefer receiving feedback when it is negative or only when it is 

positive? (Would controlling that be beneficial?) 

• how useful was the feedback you received from most employers in case of 

negative feedback? 

• How appropriate was the mood of the content sent by employers? 

• What is your preferred means for feedback (Email, SMS, call, job board 

system, does not matter)? 

• What coping strategies did you employ to counter any stress related to 

negative feedback handling? 

• What actions did you employ to get the necessary feedback from employers? 

Section E 

 

8. External Pressure 

• What role did social pressure play in your job search?  

• What role did social media have your job search?  
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• How did you cope with it? Do systems offer tools to control for it? 

 

Section F 

 

9. General thoughts 

• What would you like to have known before you started? 

• If you could restart your search, what would you do/change? 

 

10.  Job search experience 

• As time went by how did you feel?  

• How did that impact your job search?  

• What do you think about the job search systems in general? 

• Do you have any interesting story that stressed you out? 

• Do/Did you have a sense of progress?  

• What would you advise other people, recruiters and companies in 

general? 
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8.4 Appendix D: Quantitative Results – Further details 

Demographics 

  

 

Figure 13 Distribution of survey participants 

From the 52 participants, 21 

reported to female and 31 to be 

male. Although the distribution 

of participants does not follow a 

50/50 in terms of gender, a 60/40 

representation. 

 

Figure 14 Distribution of survey participants by 

age group 

In terms of age groups, most 

participants are between the ages 

of 23 to 35 accounting for 83% 

of the participants. It is also 

worth noticing that the bigger 

groups are those between 26 to 

30 and 31-35. This could also be 

because most of the respondents 

have reported to have a master’s 

degree (70%) as in Figure 3. 

 

Figure 15 Distribution of survey participants by 

education degree 

As previously mentioned, most 

of the participants have a 

master’s degree. One the defined 

characteristics of the desired 

sample was for participants in 

search of a professional job. 

Professional jobs will generally 

require a higher education 

degree. 

 

Figure 16 Distribution of survey participants by 

work experience 

In terms of previous work 

experience, it is worth noting 

that about 68% have from no 

experience to 2 years. This also 

reflects on the fact that 63% 

reported to be searching for a job 

to start or continue career right 

after finishing studies. 

 

Most of the participants hold a 

temporary residence permit 

which means that they are most 

likely foreigners who came to 

study and want to work in 

Sweden or have been working 

and want to switch jobs. In terms 

of job search, an important 

reflection would be on language 

Figure 17 Distribution of survey 

participants by residence permit 
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expertise – whether participants 

speak Swedish or not. 
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Job search characteristics 

  

 

Figure 18 Distribution of survey participants by 

type of job search 

63% participants were looking 

to enter the job market right 

after concluding and education 

degree. This correlates to the  

 

Figure 19 Distribution of survey participants by 

employment type 

 

Participants had been searching 

multiple types of jobs but 

predominantly for permanent 

jobs. Foreigners will typically 

focus on permanent jobs due to 

pressure to keep residency after 

studies. This only applies to 

non-EU residents as they are 

granted only 12 months to find 

a job or depart the country. 

While temporary residents who 

are unemployed are granted 3 

months before they might be 

required to leave.  

 

Figure 20 Distribution of survey participants by 

employment status 

Another important, aspect is 

that most of the participants had 

been unemployed for the period 

of their job search. 

 In terms of job search systems, 

the top 5 most used online job 

portals are LinkedIn, 

arbetsförmedlingen, Glassdoor, 

Indeed and University 

positions. These 5 job portals 

were considered as the main 
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systems for inquiry during the 

interviews. 

 

Figure 21 Distribution of job search systems used 

 

Figure 22 Distribution of job search by platform 

used - mobile vs desktop 

 

 

Job search stress by work experience  

Percentage of those who perceive each dimension as stressful per number of years of 

experience. 

 

 
Figure 23 Job search stress by work experience 

 

Detailed overall stress by job search dimension and gender 

A more detailed discrimination by job stress intensity shows that in general female 

participants reported more categories as being very stressful higher than male 

[Preparation for job search][Searching on job platforms][Filling in information] [Waiting for feedback] [Dealing with negative the feedback][Interviews] [Social pressure] [Networking]  [Self motivation]

Very stressful 21.4% 14.3% 14.3% 42.9% 35.7% 42.9% 42.9% 21.4% 50.0%

A bit Stressful 50.0% 50.0% 64.3% 28.6% 28.6% 35.7% 42.9% 35.7% 28.6%

No experience Total 71.4% 64.3% 78.6% 71.4% 64.3% 78.6% 85.7% 57.1% 78.6%

Very stressful 10.0% 10.0% 25.0% 40.0% 65.0% 45.0% 25.0% 20.0% 35.0%

A bit Stressful 65.0% 35.0% 40.0% 40.0% 20.0% 40.0% 25.0% 45.0% 30.0%

1-2 years Total 75.0% 45.0% 65.0% 80.0% 85.0% 85.0% 50.0% 65.0% 65.0%

Very stressful 16.7% 0.0% 16.7% 50.0% 33.3% 16.7% 33.3% 16.7% 16.7%

A bit Stressful 33.3% 50.0% 50.0% 33.3% 16.7% 50.0% 0.0% 16.7% 33.3%

3-5 years Total 50.0% 50.0% 66.7% 83.3% 50.0% 66.7% 33.3% 33.3% 50.0%

Very stressful 33.3% 22.2% 44.4% 55.6% 33.3% 44.4% 33.3% 22.2% 33.3%

A bit Stressful 22.2% 22.2% 55.6% 11.1% 44.4% 44.4% 22.2% 22.2% 33.3%

6-10 years Total 55.6% 44.4% 100.0% 66.7% 77.8% 88.9% 55.6% 44.4% 66.7%

Very stressful 0.0% 0.0% 0.0% 66.7% 100.0% 33.3% 66.7% 0.0% 33.3%

A bit Stressful 0.0% 100.0% 100.0% 33.3% 0.0% 66.7% 33.3% 66.7% 0.0%

10+ Total 0.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 66.7% 33.3%
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participants.  Significant differences can be seen in the categories of Dealing with 

negative feedback (66.7% to 38.7%), waiting for employer feedback (57.1% to 38.7%) 

and self-motivation to continue the search. On two categories: Filling in information 

and searching on job platforms, male participants reported to experience more stress (as 

very stressful).  

 
Figure 24 Detailed overall stress by job search dimension and gender - Female 

 

 
Figure 25 Detailed overall stress by job search dimension and gender: Male 

 

 

 

 

 

 

 

 

 

 

8.5 Appendix E: Complete list of themes, categories, and stressors 

 



 

86 

Category Cases Count 

G1. Job search capability 9 25 

Missing expected filters 7 18 

S - having to read job descriptions to filter out 5 9 

S - not being able to consume all results 2 3 

Relevance of search results 5 7 

Positive Experience - Job search results are relevant 5 7 

G2. Job description quality 8 73 

Content clarity 5 11 

S - content clarity and precision 4 9 

S - use of correct technical lingo 2 2 

Content completion - Critical information for decision 6 20 

S - not having crucial information for decision 3 5 

S - job qualification info - not being clear on requirements 3 7 

S - job required qualification overkill 4 8 

Content Layout 4 9 

S – priority - having unnecessary information prioritized 3 4 

S - uniformity of structure - not easy to skim text 3 5 

Content length 7 26 

S - length of text - having too much text 7 26 

Language of used 2 6 

S - language of text being Swedish 2 6 

G3. Complexity of interactions to fill in information 8 77 

Ease to fill 4 6 

C - Auto fill of information 3 5 

C - Few clicks to completion 0 0 

C - Short application form 1 1 

C - Short time to completion 0 0 

Hard to fill 8 67 

S - Constraint - not being able to fill in as much data as desired 1 1 

S - Ease of use - having to fill in all resume info manually from scratch 7 25 

               S - Convenience - being asked to upload document after manually filling 
in 

7 19 

S - Appearance - looking hard to fill or many clicks to completion 5 11 

S - Appearance – looking long to fill or long time to completion 5 11 

G4. Complexity of application submission process 8 58 
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Easy Apply 5 15 

C - Automatic profile job matching 3 6 

C - Sending documents as is 1 1 

C - Share existing online data with external services 1 1 

C - Easy to fill type of form 4 7 

Hard to apply 8 42 

Clicks to completion 7 23 

S – Having many steps prior to submitting application 5 14 

S - Account verification 1 1 

S - Create new accounts from scratch 2 2 

S - Redirects from hyperlink to hyperlink 6 9 

Reliability of system 3 4 

S - not receiving confirmation email upon submission 3 4 

Time to completion 4 8 

S - hard to fill in type of form 2 4 

S - having to create new documentation 3 4 

G5. Quality of feedback 9 164 

Poor feedback - unknown status of application 9 74 

Recruitment process timeline 4 5 

S - not knowing when selection starts and ends 4 5 

Recruitment process transparency 3 7 

S - recruitment only advancing when taking proactive action 3 7 

Recruitment progress updates 8 23 

S - not receiving updates on recruitment progress 8 22 

S - not finding employer contact details to ask for update 1 1 

Self-perception of progress 8 17 

S - not receiving any personalized feedback 7 8 

S - not receiving interview invitations 4 9 

Threat to self 3 6 

S - taking things personal 3 6 

Uncertainty about system reliability 4 5 

S - uncertainty on application reaching the right person 4 5 

Unexpected recruiter behaviour 6 11 

S - inconsistent behaviour of employers 6 11 

Poor feedback - with negative outcome of application 9 90 
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Appropriacy 3 14 

S - not receiving it in inappropriate time 1 4 

S - not receiving it in inappropriate tone 3 10 

Perception of deception - false positive feedback 5 10 

S - receiving false positive feedback 5 10 

Handling of negative responses 8 34 

Positive - Use it for improvement 1 3 

S - continuous negative feedback 7 15 

S - receiving negative response after good performance 7 16 

Personalization 6 32 

S - not receiving detailed feedback in general 4 15 

S - receiving impersonal negative feedback 6 17 

G6. Unrealized expectations 7 38 

Overconfidence 3 7 

S - being positive and confident without foundation 2 5 

S - expecting process to be easy 2 2 

Quality of research during preparation 7 30 

S - not researching industry demand and profile fit 6 9 

S - not expecting a long job search period 4 9 

S - not expecting long wait time for recruiter feedback 3 5 

S - not expecting many negative answers 1 1 

S - not expecting to send many applications 2 5 

G7. Threat to self in social media 8 17 

Other types of pressure 4 6 

Social media success stories 7 11 

S - not able to control peer pressure 6 8 

S - overwhelmed by amount of professional success stories 3 3 

Table 10 Complete list of themes, categories, and stressors 

 

 

 


