
      ijcrb.webs.com 
      INTERDISCIPLINARY JOURNAL OF CONTEMPORARY RESEARCH IN BUSINESS 
 

COPY RIGHT © 2012  Institute of Interdisciplinary Business Research                               919

 
 
FEBRUARY 2012 
VOL 3, NO 10 
 

Workplace Boredom among University Faculty Members in Pakistan 
 
 

Nadeem Sohail 
College of Commerce, GC University, Faisalabad 

Bashir Ahmad (Corresponding Author) 
Department of Business Administration, GC University, 

Faisalabad, Pakistan. 
Yasir Tanveer 

College of Commerce, GC University, Faisalabad 
Hussain Tariq 

College of Commerce, GC University, Faisalabad 
 
 
ABSTRACT 
This major objective of this research is investigating the relationship between age, gender and 
boredom at work among universities in employees in Pakistan. Data was collected from 215 full 
time faculty members. To analyze the data, SPPS was used.  To test the hypothesis of the study, 
Chai-square technique was implemented. Results indicate that age boredom is dependent on age 
and are positively correlated, while gender and age are independent and has negative correlation. 
It can be concluded that organizations may get benefit by concentrating on age factor at work. 
Practical implications and future recommendations are offered.    
 Key Words:  Boredom, University Employees, Pakistan.  
 
Introduction  
 
Recently, organizational scholars are paying increasing attention to the importance of workplace 
boredom and potential cost associated with it. According to Malachowski (2005), almost 33% of 
surveyed individuals expense 2 hours for their personal activities each working day, as they get 
bored. In United State of America, over $750 billion cost was incurred due to boredom per 
annum. Previous studies on blue collar employees indicate that workplace boredom can cause 
severe issues among white collar workers also. Loukidou,et al  (2009), explains  ‘‘enhancing 
educational qualification of the employees and penetrating technological aspects in routinize 
work activities has matter for the skilled of individuals, even for most of white-collar 
professions, outstrip the necessities of their work’’. Present economic slumps are probable to 
aggravate the prevalence of boredom, as highly qualified workers agree to take junior level jobs 
in periods of less job security (Rosenwald, 2008). Conceptually, Workplace boredom defined as 
a nasty emotional state resultant from the underutilization of an individual’s physical or 
intellectual ability at work (Loukidou et al., 2009). Most of the studies on organizational 
boredom concentrate on the antecedents of boredom. Working environment like skill variety, 
task identity, task significance and autonomy at work has been considered significant factor to 
cause workplace boredom (Shackleton, 1981). Farmer and Sundberg, (1986) argued that all 
individuals has not similar boredom proneness. Some employees are witnessed greater boredom 
proneness that others. They also investigated that why same jobs with same requirement cause 
boredom differently. Studies that examine the cost of boredom at work concentrated on long-
term behaviors (Loukidou et al., 2009). For example work environment, absenteeism, and 
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sabotage (Ambrose et al, 2002; Kass, et al 2001). To comprehend such enduring reactions is 
significant and enhanced our understanding about employees’ behaviors, however it has not 
taken into consideration that how an individual perform such dynamic problem resolving 
strategies promptly. 
The major purpose of this research is investigating the impact of age and gender on work place 
boredom in university faculty members. This study is based on self-regulation theory. This 
theory supports the individuals in coping boredom at work. Furthermore, this study will help the 
individuals in regulating their emotions at work. Practically this study has significant implication 
for managers and academia. Organizational managers can reduce destructive behaviors at work 
by implementing the findings of this study.  
  
 
Literature Review 
Boredom is defined as “experience arises from nonstop uniform or repetitive activities”. It has 
been called a momentary affective state or emotion which is shorter than an attitude like job 
satisfaction (Fisher, 1993). It is an emotional state where level of stimulation is at minimum. 
This lack of external inspiration leads to increased frustration in search of variety, failure to this 
result in boredom. Reason behind may be the interaction between personality traits and boredom 
of introvert and extrovert, on the other side extrovert need to be more motivated to attain optimal 
level of enthusiasm and so could be bored easily (Wink & Donahue, 1997) but in social context 
they felt ease to overcome their boredom(Hill & Perkins, 1985). 
Like other emotions, boredom has a function which helps us to understand the situation that how 
well things are going and what should be done (Gaylin, 1979). Boredom behaves as a motivating 
force that engages us in challenge seeking behavior. Boredom starts when we do not find 
adequate interesting information (Klapp, 1986). One who experiences boring, time is also 
moving at a snail’s pace resulting from the way one measures the passage of time in his mind 
(Zakay, 1989). It is noticed that idleness is an outcome of doing nothing during wait which leads 
to boredom (Maister, 1985 & Larson, 1987). On the other hand Having nothing to do does not 
results in boredom, it happens once in a blue moon when one have very limited options to do 
something interesting, boredom is an outcome of a situation in which nothing realistically 
appeals someone to do.   
Boredom can be caused by two types of interaction; factors outside the person like 
environmental suitability, tasks, goals and itself individual factors as personality, mental health, 
intelligence and personal differences. There are lots of grievances in a particular setup but 
feeling bored is common grievance both on and off the job. This has not been the issue of blue 
collar jobs only it has also been noticed office workers and executives. 

Boredom has originated from different languages of different countries; in German, boredom is 
“Langeweile” which means slow passage of time. In French it refers to cheerlessness and 
irritation. In Japanese, Korean and Chinese boredom means “nothing to do” and “not 
interesting”. 
So boredom is not an attitude as it is a temporary state of mind where one may feel bored for a 
moment but not for the next one. There is normally two approaches to boredom, first is 
traditional approach which deals with boredom occur from factors outside the person like 
environmental conditions and task performing variables. Second approach describes individual 
factors of boredom which influence people internally such as personality, intelligence and mental 
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health. It is normally unbearable results in loosing concentration and lack of interest in current 
activity. It may be due to the monotonous tasks, less motivated activities, having nothing to do or 
implemented policies that restrict someone, furthermore, it can also result in   interruption, 
fatigue, attention lapses, absenteeism (Wyatt et al., 1928, 1929) and decreased efficiency (Fisher, 
1993 & Game, 2007). Lau et al., (2003) identifies that boredom helps to build a 
counterproductive behavior at the workplace which (Fisher, 1993) results in horseplay. 
Harmful effects of boredom have been empirical noticed. It has been considerably related to 
negative affect like anger, depression and anxiety (Ahmed, 1990; Gana & Akremi, 1998; 
Gordon, Wilkinson, McGown, & Jovanoska, 1997; Rupp & Vodanovich, 1997; Sommers and 
Vodanovich, 2000; Vodanovich, Verner, & Gilbride, 1991). 
 In spite of this lack of correspondence in definition and meaning of the boredom, there is a little 
focus has been devoted to cross-culture and gender examination of boredom levels. Few research 
studies have also concluded some conflicting results. For example, Zuckerman, et al (1978) 
established that British male students were higher on Boredom Susceptibility scale of the 
sensation scale than American students. In another study, it was found that students of   Lebanon 
and Hong Kong are significantly scored more on boredom proneness scale than students of 
United States of America and Australia Sundberg et al., (1991). On the other hand it was 
concluded empirically that Americans students scored high on Boredom proneness scale than 
Irish counterparts Vodanovich and Watt (1999). 

It is hypothesized that regardless of the culture females are less boredom prone than males. 
researchers have recommended that distinction of gender between students may be due to 
cognitive and derivation complications like Polly et al., (1993) said that these complications 
results in regression equation and so the gender effects on boredom proneness scale no more 
exists. Early age of the students can also be the factors over gender scores because those children 
who have involved in receiving more attention from their parents especially mothers (Lewis, 
1972) are more encouraged behaving confidently (Rubenstein, 1967).  
This study mainly focuses on to assess the dependency among age, gender and boredom at 
workplace. So the hypotheses of this study are: 
H1: There is no relationship between age and boredom at work among university faculty 

members 
H2: There is no relationship between gender and boredom among university faculty members 
Research methodology 
This study is quantitative in nature mainly. A survey study has conducted to explain and 
understand the boredom phenomenon among employees. Statistically, this study mainly focuses 
on describing the characteristics of respondents through frequency distribution. Finally, to assess 
the reliability and relationship among variables, Chronbach’s alpha was used which is considered 
an appropriate technique to internal consistency. Chai-square test was used to test the hypothesis 
of the study. This study was cross sectional and unit of analysis was individuals. To measure the 
boredom among, an adaptive scale was used, which was developed by Farmer and Sundberg 
(1986) ranging from 1 (Strongly Disagree) to 7 (Strongly Agree). Data was collected by 
randomly selected universities located in Lahore and Islamabad and a non-probability technique 
(convenient sampling technique) was applied, as it was considered the most appropriate 
technique in limited resources. Finally, 215 individuals were as a sample of this study, which 
were considered appropriate for data analysis. Initially, 300 questionnaires were distributed by 
personally visiting the universities during working hours. After one week, questionnaires were 
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collected back, which were 247 with the response rate of 82%. During data entry, 33 
questionnaires were found incomplete, and were not considered appropriate for data analysis. So 
these questionnaires were removed from further data analysis. In this way, 215 useable 
questionnaires were found for final data analysis.  
Data Analysis 
During the data analysis phase, Chrobach’s alpha was computed. As for the scale, it was consist 
on 28 items. Cronbach’s alpha value was 0.57 which is considered a weaker internal consistency. 
After removing the item number 6 by using the option item if deleted the value was 0.629, which 
is comparatively considered a good value, because Robinson and Shaver (1973) argue that  if 
Cronbach's alpha has the value of  0.7 or greater than reliability is high, while showing the values 
0.3 means having extremely low reliability and do not acceptable.  In this study, 94% were male 
and only 6% were female. The majority of respondents were in the age group of 21 to 30 with 
the percentage of 76%, only 3% people take part in this study from the age group of 51 and 
above. The reason for this low participation was that senior faculty members were not much 
cooperative because of their much busy life. By designation, only 12% were professor, while 
remaining were lecturer, assistant professors and associate professors. On the other hand, 74% of 
the faculty members were having just masters degrees, remaining were M.Phil and PhD. It is 
consistent with criteria as for Pakistan, for a Lecturer 16 years of education is required.  
 
Table: 1 Chi-Square Tests 

 
 Value df Asymp. Sig. (2-sided)

Pearson Chi-Square 820.327a 728 .010
N of Valid Cases 215   
a. 783 cells (100.0%) have expected count less than 5. The minimum expected count is .01. 

 
The probability of the chi-square test statistic χ²cal = 820.327, and p-value = 0.010, which is 
lower than the level of alpha of 0.05. Thus the first hypothesis that there is no relationship 
between age and boredom at work among university employees is not supported. Because results 
are showing that boredom is significantly dependent on age. So it can be verified that employees 
working in universities with differing age are get bored by monotonous methods of teaching.  
Table: 2. Kendall's tau-b (Symmetric Measures of Hypothesis 1) 

 Value Asymp. Std. Errora Approx. Tb Approx. Sig. 
Ordinal by Ordinal Kendall's tau-c .055 .051 1.081 .280 
N of Valid Cases 215    
  

Kendall’s tau is used to measure the correlation, and strength of relationship among variables. 
Table 2indicates that value Kendall's tau-b is b = 0.055 which show the positive correlation 
between age and boredom. Although the relationship is positive but is very weak.  
Table: 3. Chi-Square Tests 

 
 Value df Asymp. Sig. (2-sided)

Pearson Chi-Square 13.755a 26 .976
N of Valid Cases 215   
a. 37 cells (68.5%) have expected count less than 5. The minimum expected count is .10. 
 

The probability of the chi-square test statistic χ²cal = 13.755, and p-value = 0.976, which is 
greater than the level of alpha of 0.05. So, the second hypothesis that there is no relationship 
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between gender and boredom at work among university employees is supported. The results 
indicated that gender is not a significant factor that causes boredom employees at work in 
universities.  
Table: 4. Kendall's tau-b (Symmetric Measures of Hypothesis 1I) 

 Value Asymp. Std. Errora Approx. Tb Approx. Sig.
Ordinal by Ordinal Kendall's tau-c -.015 .033 -.443 .658
N of Valid Cases 215    

  
 Table 4 indicates the value of Kendall's tau-b, that is b = 0.-15 which show the naegative 
correlation between gender and boredom.  
Discussion and Conclusion  
The main objective of this study was to understand workplace boredom among universities 
employees, i.e., impact of various demographic factors. The results indicate and provide a partial 
support. As, the age and workplace boredom has a positive relationship. It is not just according 
to the expectations but it also confirms that not only working environment of an organization 
cause boredom but age also. Although the relationship is not very strong but these are very 
useful findings for the management of employees to understand the age factor when they are 
assessing the other factors causing boredom at work. These finding suggest that top management 
of an organization should concentrate on the teaching employees by focusing on their age group 
and according provide the working environment. It can be very effective to reduce the workplace 
boredom that management has to work on developing different age groups in which the 
employees from each group take part easily. Young faculty members take participate in all those 
activities and decision which are regarding to them other that their routine teaching activities, 
while old faculty members must have to take part on some other activates regarding making 
decisions and teaching so they can feel some in their working life and get motivated. On the 
other hand gender is not matter for boredom at work. It is consistent with the expectations that 
both female and male faculty members have the same feelings at work. Bothe came at work and 
when they found it interesting they get motivated and perform it very well.  
Limitations and Future Research Recommendations 
This study has numerous limitations. First, the data was collected from on faculty members 
working in universities located in Lahore and Islamabad. So the generalizability of the findings 
is questionable. Secondly, data was collected through convenience sampling and just for one 
time. Although the technique is very useful in limited resources but the results can be more 
authentic when some use the Probability sampling like cluster sampling. Although in this study, 
the impact of gender and age had been tested but in future some other variables like tenure, 
organizational culture and nature of work can be very useful factor for understanding their 
relationship with boredom. So, it is strongly recommended for future study to satisfy all these 
limitation to make useful contribution in boredom literature.  
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