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The purpose of this research paper is to know about the connection between stress management 

and productivity at work place. It is also undeniable that stress management issue is a concerning 

thing for both the employer and employees. There is a lot of pressure that emanates from difficult 

tasks as well as tough working environments. The process of working also seems to be difficult 

because of the surrounding sometimes. However, when conditions are not good and colleagues or 

supervisors seem to be hostile, it results to stress. There other different causes of stress in the 

workplace or in other settings. The possible result of stress is decreased performance as shown 

through research. Moreover, at present, due to the Covid-19 crisis also has impacted a lot on work 

and stress management while it’s visible that intellectual work has become more relaxed for em-

ployees, however, on the other hand engaging physical job also has become more demanding and 

challenging. Experts have introduced various methods of controlling stress especially in the work 

places. It should be noted that various techniques apply to certain issues or conditions and thus all 

methods are not applicable in all cases. This is due to the fact that there are dimensions of stress.  

For example, some people prefer taking deep breaths in order to control their stress. Others exclude 

themselves from the public. There are also stages of stress which needs to be understood. Stress 

management is essential for the control of the performance. Stressful workers do not perform well 

for this has effects on their way of working in organizations. 

 

The aim of this study is to find out how stress effects on employees at workplaces and how a good 

stress management system can positively impact on the performance of an employee as an individ-

ual as well how it helps to achieve the organizational growth in a long run.  

This research paper study was conducted as qualitative research by interviewing 28 participants 

from different work profession sectors though emphasized on hospitality industry. Semi structure 

interview method were used for data collection. The findings showed that most of the participants 

argued that stress management system is really important for the organization. Employees want 

good work life balance and treated fairly in the workplaces. In a nutshell, Good workplace, incen-

tives, good management makes workplace more welcoming, efficient and fun for the employees 

where it may turn a wining situation for both the parties with a healthy relationship. 
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1 Introduction 

1.1 Background 

Before the covid-19 the hospitality industry was among the top industries that was in-

creasing rapidly. Service and physical work is the crucial part of hospitality industry 

where employees often goes under pressure and stress. Having said that, the workplace 

environment of the 21st century is dynamic, fast-paced, and highly stimulating. Several 

industries, especially those in the service industry, have incorporated the application of 

technology in their operations, and subsequently expanded the responsibilities of em-

ployees in the workplace (Wang & Tseng, 2019). Employees in those work environments 

have to cope with increased demands from their managers desires working performance 

with physical ability or on meeting specific deadlines or milestones, while aligning them-

selves to a lifestyle that has limited family and leisure time with average wages. Conse-

quently, the pressures and demand caused by the workplace weigh heavy on such em-

ployees.  

 

Lots of complaints, moreover, about work stress has witnessed in recent years in the 

Finnish media also while the restaurant employees and especially the fast-food chain 

restaurant workers often exposed about their long shift and severe work stress condi-

tions. In a work environment, pressure can have both positive and negative effects. The 

positive effect is where the pressure improves the performance levels of the employees, 

and the negative effect is where the pressure is excessive and affects employees’ 

productivity levels (Nisar et al., 2021). When a workplace experiences positive effects 

of pressure, the productivity levels of employees rise significantly without any negative 

consequences to the employees’ health, determination, and morale (Savolainen et al., 

2021). The employees can feel the need to raise their performance levels because of a 

realization that they have not been working to their potential.  

 

On the other hand, where the pressure results in negative effects, he likely causes could 

be lack of motivation from the management or the human resource, either through a 

reward mechanism that compensates employees for the work they have done, or ap-

preciation of any kind on the effort that they make to achieve the goals of the organiza-

tion (Khan et al., 2021). In some cases, the pressure in the workplace could result from 

external influences, such as where a worker has familial problems, or instances where 

the worker is dealing with loss of a loved one, which would negatively impact their output 

in the workplace (Mäkiniemi, Oksanen, & Mäkikangas, 2021). Where the management 
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fails to recognize the cause of the pressure on an employee, the mpact on the employee 

would worsen.  

 

Work stress can manifest differently depending on the position that a person holds in 

the workplace. The pressure at the workplace can sometimes come from negative rela-

tionships between the management and employees, or a supervisor and an employee 

(Jonker-Hoffrén, 2019). Subsequently, the positioning of an employee within the work-

place could determine the level of stress that they might undergo, or how they can be 

exposed to factors that increase stress (Savolainen et al., 2021). Employees who are at 

a higher hierarchy level might feel less pressure emanating from the reprimand of work-

ers on the work that they have done, compared to employees who are at the supervisory 

levels, and whose responsibility is to ensure that certain milestones are met (Díaz-Car-

rión, Navajas-Romero, & Casas-Rosal, 2020). For those at higher ranks, the pressure 

comes from a higher position, either the shareholders or the directors of the organiza-

tion, who would dictate or reprimand them for their failure to meet certain objectives 

within the specified time.  

 

Consequently, depending on the position that an employee holds within the workplace, 

the levels of stress that they would face varies significantly (Ariza-Montes et al., 2019). 

Equally, the frequency of the work stress differs according to the position of an employee 

in a workplace environment. Employees who receive promotion to a new portfolio feel 

the pressure to deliver according to the expectations of the organization (Díaz-Carrión, 

Navajas-Romero, & Casas-Rosal, 2020). Sometimes cultural facts along with races, dif-

ferent languages also can be a part of discrimination which results extreme stress to the 

employees. A service personnel in bottom position either in restaurant or hotel industry 

always go through severe workload and stress to satisfy the customer’s expectations as 

well the manager’s goal.  

 

Recently, several studies have examined the concept of job stress, but on different 

premises. Some have examined the impact that work stress has on the organizational 

behavior, while others focussed on the constraints to productivity that could be caused 

by stress in the workplace (Mäkiniemi, Oksanen, & Mäkikangas, 2021). Other studies 

have analyzed the plausible causes of workplace stress, and how organizations can 

plan their human resource to deal with its effects (Abbas, Malik, & Sarwat, 2021). Some 

researchers have equally examined the correlation of the workplace stress to the traits 

of different employees, and how the management can ensure that their recruitment ef-

forts include an examination of the likelihood of an employee to disrupt the environment 
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in the workplace (Díaz-Carrión, Navajas-Romero, & Casas-Rosal, 2020). Collectively, 

the concept of stress in the workplace has drawn researchers to evaluate its impact on 

the workplace and how best to handle its effects without compromising on the culture, 

practices, and traditions of an organization.  

 

From the understanding that stress in the workplace can affect how employees operate, 

it is imperative for managers to institute mechanisms of handling stress within the work-

place (Vui-Yee & Yen-Hwa, 2020). However, the management should identify the best 

approach at stress management that would best fit the workplace situation, and whose 

effect does not lower the performance levels of employees, or reduce the productivity of 

the company (Mäkiniemi, Oksanen, & Mäkikangas, 2021). Workers who operate in a 

working environment that is more relaxed, will most likely display satisfaction with their 

work, and might increase their productivity levels in assisting the company meet its ob-

jectives (Díaz-Carrión, Navajas-Romero, & Casas-Rosal, 2020). In this research paper,  

By prioritizing the hospitality industry, the main objective is to identify the relationship 

between a good stress management system and employee performance productivity 

with organizational profitability. The expectation is that through a good stress manage-

ment system, the productivity of the company and the performance of employees will 

improve.  

 

1.2 Problem Statement 

Finland, as other European countries, has witnessed an increase in the number of tour-

ists in the past few years before covid-19. The number of tourists in the region dipped 

during Covid-19 outbreak, but the projections are that the situation would normalize with 

the continued vaccination processes and easing of some of the travel restrictions and 

requirements placed to curb the spread of the virus (Bloisi, 2021). The rise in the number 

of tourists and an increase in the involvement of various economic activities within the 

Scandinavian countries enhanced the demand for hospitality services. Facilities such as 

motels, hotels, and restaurants, witnessed a rise in demand, which attracted investors 

as well to the region (Mäkiniemi, Oksanen, & Mäkikangas, 2021). In Finland, most inter-

national hotel and restaurant chains began to venture into the hospitality industry to 

benefit from the demand increase, which signalled an opportunity to make profits (An-

drade, Miller, & Westover, 2021). As more investors entered the industry, so was the 

competition on efficiency in service delivery, quality provision, and a higher focus on 

customer satisfaction has demanded vastly to make sure the competitive advantage 

between rivals. As an example, the investment of Clarion hotel group has increased in 
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last few years and newly witnessing the KFC fast food venture has launched its opera-

tion in Finland due to the massive potentiality of the Finnish economy and thus, it comes 

more work opportunities with challenging performance among the employees. 

 

For most restaurants and hotels, the demand on productivity meant that more output 

was required of the employees. Subsequently, the nature of work in the hospitality in-

dustry had significantly changed from what it was in the previous years. The manage-

ment demands from employees heightened, further elevating the pressure and work-

place stress for most employees (Kong et al., 2018). Also, the need for higher produc-

tivity, which equally translated to increased profits, resulted in the hotel and restaurant 

managers expecting more from their workers than they used to previously. With a work-

force that was not used to increased pressures at the workplace, some restaurants be-

gan experiencing a reduction in productivity of the employees (García-Cabrera et al., 

2018). Workers could not cope with the rise in pressure, and the management in the 

industry had not developed any management approaches that could address the impact 

of workplace stress on employees. Moreover, in restaurant industry or fast-food chain 

uses the statistical data from the sales record to ensure the further shifts of employees 

but sometimes it does not comply with the statistical forecast which causes immense of 

pressure and stress to the employees of that particular rush periods. 

 

As the effect of workload on employees was noticeable, and the players in the hospitality 

industry sought to address the issue, one of the proposals touted was to increase the 

level of remuneration to employees in the industry, while accommodating the needs of 

employees in better ways to motivate them in their work (Vui-Yee & Yen-Hwa, 2020). 

Consequently, several new perks were introduced for workers within the hospitality in-

dustry, and new techniques at service delivery proposed to manage the employees’ 

workload (Mäkiniemi, Oksanen, & Mäkikangas, 2021). However, this did not seem to 

work efficiently, as the needs of various businesses were different. The level of em-

ployee turnover in the industry rose, as workers felt that they could not handle the pres-

sure at the workplace (Asensio-Martínez et al., 2019). Other sectors within the industry 

sought to invest on low-salary workers who would complete the work responsibilities of 

employees who were leaving their job portfolios, but this had a negative impact as well 

on the quality in service delivery.  

 

With the above situation bedevilling Finland’s hospitality industry, there is need for an 

examination on the appropriate stress management system that can both increase the 

performance of employees, and enhance the productivity levels of companies operating 
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in the industry (Silvennoinen, Nisonen, & Pietiläinen, 2019). The focus of this research 

paper is to examine some of the breast practices around the world, the nature of the 

hospitality industry in Finland, some of the causes of stress levels within the industry, 

and how the introduction of a stress management system would help stakeholders man-

age employee performance against the negative effects of workplace stress.  

 

1.3 Significance of the study 

The effects of this study can assist the hospitality industry in Finland to ensure that de-

spite the increase in competition within the industry, the efforts made by respective busi-

nesses does not create substantial pressure to employees that subsequently has a neg-

ative effect to the realization of the industry goals. The assumption that the study makes 

is that there is a correlation between stress management system and company produc-

tivity and employee performance. Finland’s hospitality industry will benefit from the 

knowledge advanced through this study, as it will not only illuminate the concept of stress 

management system in sustaining operations within the industry, but also provide a 

framework that can be replicated by other service and product industries in the country. 

The effect of stress in the workplace is not specific to the hospitality industry (Mäkiniemi, 

Oksanen, & Mäkikangas, 2021), despite the industry forming the central focus of this 

study. Other industries share similar concerns, and practices implemented by one in-

dustry in managing the situation can be borrowed by other industries as well to improve 

the welfare of their employees, enhance the performance of their staff members, and 

improve on the productivity of respective companies.  

 

The other significance of this study is that it will raise awareness on the challenges that 

employees face in their workplace. By discussing how stress management is imple-

mented within the hospitality industry, the research will equally amplify the concerns that 

employees have when they complete their responsibilities in their respective places of 

work. Also, various legislative and policy initiatives that focus on improving the environ-

ment where workers operate would consider mechanisms of ensuring that workers are 

protected against some of the pressures that they could face at their workplaces 

(Naderiadib Alpler, Arasli, & Doh, 2021). Most companies can equally change their cul-

tures and incorporate policies that would promote the realization of a favorable work-

place environment for employees. Subsequently, employees will benefit from the out-

come of this research, so does other stakeholders who are associated with labor issues 

in both Finland’s hospitality industry and the labor sector. Additionally, the debate initi-

ated through this research can enhance the frequency of research that examines the 
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appropriate stress management systems that can assist employers achieve their re-

spective goals, while promoting the welfare of employees. Lastly, as a very recent inci-

dent the backlash of Hesburger group has also been revealed and heavily criticized in 

the Finnish media due to the long shifts for their workers with comparatively lower wages 

to the other sectors (Yle News, 2021). 

 

1.4 Research objectives and aim 

The aim of this research is to examine the nexus between stress management system 

and both company productivity and employee performance. In realizing this aim, the 

research shall be guided by the below research questions: 

i. What is the relationship between work overload and employees’ performance? 

ii. What is the relationship between work-life balance and employees’ perfor-

mance? 

iii. What is the relationship between job satisfaction and employee and productiv-

ity performance? 

iv. What is the relationship between stress management system and employee 

performance and company productivity? 
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2 Defining stress 

2.1 Job Stress 

Job stress or workplace stress refers to the harmful emotional and physical responses 

that occur when the work or job requirements do not align with the needs, resources, 

and worker’s capabilities (Elsenbruch & Enck, 2017). Job stress matters significantly to 

workers productivity and health.  

 

2.1.1 Job stress theoretical approaches 

Job stress has gained traction in the recent years because it is a determinant to the 

health and social welfare of most working adults (Ogunyemi, Babalola, & Akanbi, 2019). 

As defined by several researchers, job stress occurs when the demand placed on a 

worker in the workplace exceeds the ability of the worker to successfully cope with the 

demands (Heinrichs et al., 2020). Consequently, the lack of an efficient coping mecha-

nism can result in harmful reactions to the worker (Heinrichs et al., 2020). Several theo-

ries exist on the concept of job stress, but this study shall focus on four theoretical ap-

proaches that not only defines the concept of stress, but also illuminate its effects on 

individuals, which could explain the loss in worker’s efficiency. 

 

 

One of the theoretical frameworks on which this research is based is Selye’s theory of 

systemic stress. Hans Selye popularized the concept of stress through his endocrinolo-

gist work (Lu, Wei, & Li, 2021). From several animal studies that he conducted, Selye 

observed that several stimuli could produce a series of effects when applied long enough 

and intensely. According to him, stimulus events such as cold, heat, and toxic agents, 

could generate similar effects on an animal, regardless of the nature of the event (Szabo 

et al., 2017). However, there are instances where each stimulus, for instance, heat, pro-

duces specific effects to an animal (Etim et al., 2017). Applied heat in the experiment 

caused cold vasoconstriction and produced vasodilation. From his observations, Selye 

concluded that the changes caused through stimulus events were stereotypical, mean-

ing that they resulted in a systemic stress response pattern that was specific (Yumatov, 

2020). Consequently, Selye defined the systemic stress situation as a state created 

through a syndrome consisting of all induced changes, regardless of the specificity of 

the cause, in an animal’s biological system. He termed the stereotypical response pat-

tern as General Adaptation Syndrome (GAS).  
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Selye explained that GAS exists in three stages (Kiely, 2018). The first stage is initial 

shock phase of the body to the stimuli, followed by a counter shock phase. In the shock 

phase, a person exhibits gastro-intestinal ulcerations, increased discharge of adrena-

line, and autonomic excitability. On the other hand, the counter shock phase is charac-

terized by the initial operationalization of the body’s defensive processes, which includes 

an increase in adrenocortical activity. The second GAS stage is the resistance stage 

(Byrne & Ludington‐Hoe, 2021). However, Selye explains that an organism can only 

reach this stage if the noxious stimulation continues. The second stage is characterized 

by the disappearance of the alarm reaction to the stimuli, and indicates that the organism 

has adapted to the stressor (Ogunyemi, Babalola, & Akanbi, 2019). According to Selye, 

when there is a resistance increase to the noxious stimulation, the organism will experi-

ence a simultaneous decrease in the resistance to other forms of stressors (Shah et al., 

2020). The third stage is where the organism enters the exhaustion stage. A critical 

determinant of getting to this stage is the persistence of the aversive stimulation, which 

exerts pressure on the organism’s ability to resist the stimuli, later giving way to exhaus-

tion.  

 

Selye explains that where the organism exhausts the adaptation capability to the 

stressor, it will experience a reappearance of the first stage symptoms. However, the 

organism would not have the ability to resist the stimuli (Vincze & Vincze-Tiszay, 2020). 

Consequently, irreversible damages to the tissue will occur, and where the stimulation 

continues, the organism will die (Tang, 2020). Despite the failure by Selye to consider 

coping mechanisms as critical stress-outcome relationship mediators, the theory that he 

provides explains the effects of stress where interventions are not provided in time to 

help the stressed individuals (Lu, Wei, & Li, 2021). The theory also indirectly stresses 

the relevance of stress management systems to ensure that employees do not get to 

the irreversible stage of their stress exposure (Ogunyemi, Babalola, & Akanbi, 2019). 

Through efficient stress management system, the capability of employees to continue 

with their work effectively can be realized, resulting in the restoration of their productivity. 

 

The second theoretical approach is Karasek and Theorell’s. In their theory, they posit 

that when a person is exposed to a stressful workplace situation, there are two key di-

mensions that can determine the exposure (Asif, Javed, & Janjua, 2019). The theorists 

termed them the job control and job demand. On job control, the theorists explained that 

it dependent on the ability of the worker to have control over the work responsibilities 

provided, while on job demand, the theorists explained that it was concerned about the 

task requirements expected to achieve the demands of the workplace (Birolim et al., 
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2019). Subsequently, the requirements would involve elements such as role conflict, 

time pressure, and workload. The job control on the other hand consists of skill discretion 

and decision latitude (Jessiman-Perreault, Smith, & Gignac, 2021, 5). A worker would 

be considered as demonstrating low job control if they are denied the latitude to display 

or operationalize their skills, and where the worker lacks work autonomy (Vassos et al., 

2019). Given the relationship between the job control and job demand, Karasek and 

Theorell termed their theory the Job Demand-Control (JDC) theory. Under this theory, 

the most stressful position to a worker is where he or she experience low control and 

high demand.  

 

The JDC theory was later improved through empirical research by Johnson et al. and 

Johnson and Hall (Matthews, 2020, 10), where a third dimension was added to the the-

ory. The theory now included the workplace social support as another dimension to be 

examined when discussing job stress and its impact on employee performance 

(Jessiman-Perreault, Smith, & Gignac, 2021, 6). The separate researches by Johnson 

et al. and Johnson and Hall defined workplace social support as the helpful social inter-

action degree that a worker obtains from colleagues and supervisors in the workplace 

(Navajas-Romero, Caridad y López del Río, & Ceular-Villamandos, 2020, 7). The new 

dimension to the JDC theory comprised of supervisor support and colleague support.  

 

The supervisors create and sustain the work environment where a worker operates, and 

delivers useful information and feedback to workers depending on the way a worker has 

conducted him- or herself in the workplace (Goodboy et al., 2017, 250). Other research-

ers have argued that the social interaction that a worker has with supervisors and col-

leagues determines the behavior and attitude of the worker within the work environment 

(Jessiman-Perreault, Smith, & Gignac, 2021, 6). Support from colleagues possess other 

benefits such as enhancing team cohesion, providing assistance at work, listening to the 

challenges and issues of fellow workers, which are useful resources to any employee. 

Subsequently, the JDC theory was revised to the JDCS theory.  

 

The new theoretical model offers a distinction for social support based on collective jobs 

and isolated jobs (Jessiman-Perreault, Smith, & Gignac, 2021, 7). Under the new JDCS 

theoretical model, a worker will experience the most stress in the workplace where the 

job demand is high, the job control is low, and workplace social support is also low (Fin-

stad et al., 2019, 4). The model has received criticism with critics terming it as a ‘male 

model’ given the susceptibility of the health outcomes it proposes in men than women 
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(Jessiman-Perreault, Smith, & Gignac, 2021, 7). However, the model provides an in-

sightful mechanism of understanding the elements that determines the level of stress 

that a worker can experience in the workplace. 

 

Siegrist developed the third theoretical approach that this study examines on job stress, 

called the Effort Reward Imbalance (ERI) model (Li et al., 2019, 900). Siegrist defined 

ERI as a situation where an employee’s demand lacks fairness reciprocity in terms of 

the received rewards (Useche et al., 2021, 3). The employee’s demand can include in-

terruption frequency on the work assigned to the employee, the emotional and physical 

load, work hours, and time pressure. Examples of the rewards that the employee will 

receive from his or her demands include an increase in wages or salary, career oppor-

tunities, and job security (Soomro et al., 2021, 4). According to Siegrist, an employee 

will be exposed to increased job stress when he or she has a high effort or job demand 

that provides low rewards (Kunz, 2019, 6). Theorists and critics who examined Siegrist’s 

model asserted that the model is about the organizational justice, and largely examines 

the inequities in both the work environment and the conduct of employees (Eddy et al., 

2018, 108). Subsequently, employees will experience higher job stress levels when they 

are exposed to organizational injustice.  

 

The fourth theoretical model on job stress that is relevant to this research is the Job 

Demand Resources model. Demerouti and colleagues developed the model to under-

stand the relationship between burnout and job stress (Lesener, Gusy, & Wolter, 2019, 

98). According to the authors, the elements considered in both the ERI and JDCS mod-

els were too superficial and lacked the capability to appraise the job process and job 

characteristics’ complexity (Borst, Kruyen, & Lako, 2019, 378). In their new model, 

Demerouti and colleagues divided job characteristics into both job resources and job 

demand. Subsequently, they defined job demand as the organizational, social, and 

physical aspects that requires sustained mental and physical effort from the employee 

(Lee et al., 2019, 78). Consequently, the job demand characteristics possess certain 

psychological and physiological costs on the employee. For instance, job conflict, inse-

curity, and work overloads, would act as the costs of the job characteristics.  

 

Job resources characteristics, on the other hand, exist to enable an employee to cope 

with the demands at the workplace (Dicke et al., 2018, 262). They include elements such 

as performance feedback, autonomy, and social support. The authors also included role 

clarity, job security, salary, and career opportunities, as some of the job resources char-

acteristics that can facilitate an employee to cope with the job demands (Gross, Thaler, 
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& Winter, 2019, 184). For the authors of the Job Demand Resources model, an em-

ployee who witnesses excessive job demand will experience job stress when they ex-

haust or finish their job resources.  

 

Lazarus and Folkman also developed another job stress theoretical model called the 

transactional process model (Li, Chen, & Lai, 2018, 138). In this model, the authors 

defined the job stress as a specific relationship between the environment that a work-

place operates, and the employee as either exceeding or taxing his or her resources or 

endangering their well-being (Zhang et al., 2021, 4). The focus of this model is on the 

continuous adjustment and interaction between the workplace and the employee. Ac-

cording to Lazarus and Folkman, there are two major phases that determine the rela-

tionship between the workplace and the employee, and they are coping and cognitive 

appraisal (Brough, Drummond, & Biggs, 2018, 188). Coping refers to the behavioral and 

cognitive effort that the employee takes to assist in the reduction of the job stress, while 

the cognitive appraisal refers to the assessment of the job demand placed on an em-

ployee that threatens their wellbeing.  

 

Despite the theoretical approaches discussed above having sound determination on 

how job stress exists, they do not relate the impact of the job stress to work efficiency 

and company productivity. However, the insight provided by the above theories are use-

ful in this research paper in understanding some of the factors that can cause stress at  

system. Also, the examination of various stress management systems that are used by 

several organizations can be evaluated based on the causative factors provided by the 

above theories, in determining their efficiency in enabling the hospitality industry in Fin-

land to handle the workplace stress issue that it faces.  

 

2.2 Factors behind stress at work 

The theories discussed above provide insight on a host of factors that could cause job 

stress for employees. They include increased the capability of an employee to handle 

the job demands, the length of time that a worker operates, the remuneration or reward 

mechanism within an organization, and the amount of workload given to an employee 

(Tao, Miller, & Gao, 2018, 58). On the job demands, this could include the requirement 

to complete tasks within a specified deadline, or where a worker is promoted to a new 

position and there are expectations for the employee to deliver in his or her new job 

portfolio as past occupants of the position (Useche et al., 2021, 1), regardless of the 

experience that the worker has in the portfolio. However, the causes of stress in the 
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workplace can be divided into two broader factors, namely the causative factors and the 

exacerbatory factors. Moreover, the existence of opportunities necessitated by the dy-

namism of the workplace has negative connotation as well, especially for those who 

work in job portfolios that have consistent work pressure like the medical practitioners 

and bank employees (Naderiadib Alpler, Arasli, & Doh, 2021). 

 

 

Personal vulnerabilities can contribute to stress in the workplace. Scientists have 

demonstrated that certain personal characteristics can determine the degree with which 

work place events can cause stress to a person (García-Cabrera et al, 2018, 40). The 

factors are associated with the likelihood of a person to experience stress in the work-

place, struggle to manage stressful demands, suffer negative outcomes because of the 

stress, and take significantly longer time to recover from the stress effects (Tao, Miller, 

& Gao, 2018, 59(. Some of the personal characteristics that scientists have identified as 

contributing to the workplace stress include access to emotional or practical resources, 

affective and behavioral response styles, and ingrained personality variables. 

 

Some researchers have equally discounted the existence of a work-place disorder as a 

medical or mental issue that needs redress, rather, they have claimed that the workplace 

conditions only aggravate or exposes a personality disorder that pre-exists within the 

individual (Useche et al., 2021, 2). In explaining their assertion, the scientists pointed to 

the association of some personality conditions with the reduction in vocational and per-

sonal episodic conditioning (Byrne & Ludington‐Hoe, 2021, 1222). For instance, where 

a person is used to a specific lifestyle, and the nature of the workplace restricts the type 

of lifestyle that he or she can live, the reduction in the episodic conditioning will create a 

work-place stress, but the cause of the stress is the episodic conditioning that the em-

ployee is accustomed to (García-Cabrera et al, 2018, 41). Consequently, stating that the 

causative factor is a workplace environment would be biased to the workplace conditions 

as the elements of the stress are ingrained within the individual’s lifestyle.  

 

The other personal factor often addressed by scientists as influencing workplace stress 

is negative affectivity. According to researchers, some people would exhibit a tendency 

to attract negative responses from their surroundings, irrespective of the nature of the 

stimuli that is within their environment (Tao, Miller, & Gao, 2018, 61). The aspect of 

negative affectivity was introduced during the initial researches on personality psychol-

ogy, and sought to explain the broad range of some of the aversive mood states like 
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fearfulness, depression, disgust, guilt, and anger (García-Cabrera et al, 2018, 41). Em-

ployees who possess a higher negative affectivity might be angered or feel guilty about 

circumstances in the workplace than people who have lower negative affectivity. Con-

sequently, the nature of the workplace stress could vary among employees depending 

on the negative affectivity aspect.  

 

Negative thinking and cognitive distortions are other factors that researchers have out-

lined as contributors to workplace stress. Negative thinking would push an employee to 

always consider the worst of situations (Byrne & Ludington‐Hoe, 2021, 1222). Some-

times the assessment of a situation as providing or having the potential for harm could 

be justified, while in some cases, it could be false (Gross, Thaler, & Winter, 2019, 190). 

For people with negative thinking, the chances of failing to associate issues or situations 

with appropriate outcomes, either positive or negative is higher. For such individuals, 

the chances of workplace stress are more pronounced. Negative thinking operates 

alongside cognitive distortions (García-Cabrera et al, 2018, 41). Through cognitive dis-

tortion, an employee can reach a negative conclusion on an issue, even where there are 

positive justifications that could emanate from the situation. Given this, people with neg-

ative thinking patterns and cognitive distortions are likely to experience workplace 

stress. 

 

The cognitive distortion aspect also works in hand with the placement of responsibilities 

within the workplace (Gross, Thaler, & Winter, 2019, 190). For most people who suffer 

from cognitive distortion, they would often place responsibilities or blame external factors 

from issues bedevilling them within the workplace, and where this occurs, the employee 

fails to make the necessary adjustments that might negate some of the effects from their 

surroundings (Useche et al., 2021, 2). Similarly, such employees will struggle to accom-

modate any assistance that is structured to considering the internal mechanisms, or be-

liefs, of the employee that could assist in the changing the approach to examining issues 

within the workplace (García-Cabrera et al, 2018, 42). For such people, the approach 

taken by the workplace management in improving the workplace conditions might not 

be sufficient, especially in instances where the improved outcome of the programs is 

dependent on personal contributions or adjustments from the employee.  

 

Scientists categorize the situation as pertains the cognitive distortion and negative think-

ing of employees within the workplace into internal and external locus of control (Tao, 

Miller, & Gao, 2018, 62). People who have internal locus of control often seek to take 
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charge of their situations, which means that where alterations in the nature of the work-

place exists, such as a short deadline, or increased workload, the individual will adjust 

and take charge of the situation (Gross, Thaler, & Winter, 2019, 193). Given this, people 

with internal locus of control would less likely feel the impact of workplace changes or 

distortions in their normal operations as opposed to individuals with external locus of 

control (Byrne, J., & Ludington‐Hoe, 2021, 1222). For those with external locus of con-

trol, the objective is always to examine what the management or the supervisor would 

provide in facilitating the realization of the company’s objectives, and where the expec-

tations are not forthcoming, the employee will not adjust to the situation, resulting in 

higher chances of experiencing workplace stress.  

 

Scientists have equally assessed the contribution of psychological hardness as a factor 

that contributes to workplace stress (Gross, Thaler, & Winter, 2019, 194). The concept 

of psychological hardiness refers to people who have mastered ways of coping with 

stress. For such people, certain issues that could contribute to workplace stress are 

effectively addressed by them with ease, and their adjustment to stressful situations is 

impressive (Useche et al., 2021, 2). One of the character traits of people with psycho-

logical hardiness is that they believe that they have the capability to influence their en-

vironment when they commit to take control of aspects of their lives. Scientists have 

revealed that psychological hardiness can moderate the strenuous situations that could 

occur in the workplace, and significantly reduce the stress levels likely to be witnessed 

by an employee (García-Cabrera et al, 2018, 42). However, people with low psycholog-

ical hardiness are likely to be affected by varying situations in their workplace as they 

might feel helpless in overcoming the prevailing situations in their work environment.  

 

Coping style is another factor that can determine workplace stress. The outcome of 

workplace conditions on an employee is dependent on the coping mechanism of the 

individual employee to the workplace dynamics (Byrne & Ludington‐Hoe, 2021, 1223). 

People who have better coping mechanism to workplace conditions are likely to witness 

limited workplace stress compared to those whose coping mechanisms are low (Gross, 

Thaler, & Winter, 2019, 195). Scientists have identified two elements of coping mecha-

nisms when examining the issue of employees in the workplace, and they include the 

emotion-focused coping, and problem-focused coping (Tao, Miller, & Gao, 2018, 64). 

Under the problem-focused coping, the aim of the employee is to confront the prevailing 

condition, either through an effort to alter the situation, or using necessary assistance, 

skills, or information that are self-directed, to ensure that the effects of the situation does 

not create any further damage to the employee.  
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Subsequently, employees who have problem-focused coping mechanism will better 

identify the best approaches of ensuring that the negative effects of the stressful event 

do not last longer to create unnecessary long-term discomfort (García-Cabrera et al, 

2018, 43). On the emotion-focused coping mechanism, the focus of the employee is to 

avoid any negative emotional reactions that could emerge from an event. Some of the 

ways employed in emotion-focused coping mechanism includes suppression of the 

emotions, considering distractions that would ensure avoidance of the prevailing stress-

ful situation, or wishful thinking (Byrne & Ludington‐Hoe, 2021, 1223). The approach 

ensures that the employee does not confront the reality of the situation and how it im-

pacts his or her life within the workplace.  

 

Inadequate environmental or personal resources is another issue that has been high-

lighted by researchers as a contributing factor to workplace stress (Useche et al., 2021, 

3). The environmental resources refer to issues such as accessibility to counseling ser-

vices, the existence of a framework that a person can use, either through religious ap-

proach or other avenues that might empower the employee to manage the workplace 

stress (García-Cabrera et al., 2018, 43). For most researchers, one of the effective cop-

ing mechanisms is how an individual accesses some of the resources that would miti-

gate against the negative effects of stress (Byrne & Ludington‐Hoe, 2021, 1223). Em-

ployees who have a broader range of resources to explore, such as family, friends, reli-

gious partners, supportive colleagues, or accessibility to counseling services, such em-

ployees would experience minimal effects of the negative aspects of workplace stress 

compared to those who lack such services. 

 

Family-work conflict has equally been mentioned in several researches as a contributing 

factor to the workplace stress. People who have a strenuous relationship at home might 

extend the effects of their home environment to the workplace, resulting in certain as-

pects that could not normally cause stress to resulting in stressful events (Useche et al., 

2021, 3). Alternatively, employees who have a stable family environment would often 

manage to handle some of the challenges that could emerge in the workplace given 

their strong support base that they get from their family (Gross, Thaler, & Winter, 2019, 

195). The aspect of the family in contributing to workplace stress, especially where it 

conflicts with the workplace needs, is one of the mentioned contributing factors to work-

place stress. People who lack a balanced family-work relationship would struggle to 

sustain a healthier workplace culture that minimizes the occurrence of stressful situa-

tions.  
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Apart from the personal issues that could cause stressful situations in the workplace, 

there are others that are caused by the workplace needs (Useche et al., 2021, 4). For 

instance, the time pressure factor. Most employees claim the ability to work under pres-

sure as one of their selling attributes when seeking a job opportunity, but the reality is 

that subjecting employees to time pressure can contribute to significant amounts of 

workplace stress (Gross, Thaler, & Winter, 2019, 197). The time pressure causes other 

things such as exhaustion, having limited rest time, and lacking opportunities to venture 

out with friends (Tao, Miller, & Gao, 2018, 65). The lack of an alone time caused by the 

time pressure factor eliminates the venting element of a workplace environment, and 

ensures that the effects of the pressure are internalized by the employee. Subsequently, 

the pressure results into a workplace stress, which disrupts the productivity of the em-

ployee.  

 

The time pressure component often features prominently in organizations that operate 

in a competitive industry, or where the costs of not completing a project in time could be 

incurring significant losses to the organization (Useche et al., 2021, 4). The approach 

that most companies use to mitigate against the stressful nature of the time pressure is 

to provide increased allowances. Researchers have showed that where there is an in-

centive to working under time pressure, employees would consider any coping mecha-

nisms that might render the time pressure redundant in resulting into stressful outcomes 

(Gross, Thaler, & Winter, 2019, 198). However, where there are no motivations to work 

under pressure, the employees will find the time pressure unbearable, resulting in sig-

nificant lapses in concentration, poor productivity, and negative relationships with other 

employees. 

 

Apart from the time pressure, the other workplace factor that can contribute to stress is 

the performance pressure (Gross, Thaler, & Winter, 2019, 199). The performance pres-

sure can exist in two ways, where on one hand, a new employee to an organization 

desire to showcase his or her talents and indicate that they are an asset to the company, 

while on the other hand, a person who has been promoted to a higher office might strug-

gle with the expectations required by the management of the held position (Useche et 

al., 2021, 5). Each of these situations portends varying nature of performance pressure 

to employees (Gross, Thaler, & Winter, 2019, 201). One is where an employee exerts 

pressure on themselves to perform better, while on the other hand, the expectation of 

the management for an individual promoted to a higher office could result in increased 

pressure on the job portfolio.  
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Other aspects of performance pressure could come from the roles of the supervisor, 

who would create demands on an employee, especially on the issues needed to be 

addressed when delivering on assigned duties (Byrne & Ludington‐Hoe, 2021, 1223). 

The requirements of the supervisor could be at variance to the professional training of 

the employee, which might result to a strained relationship between the employee and 

the supervisor. The strenuous relationship can result in a stressful situation for the em-

ployee, who might consider the supervisor as hostile or lacking in ways of promoting 

healthier engagement in completion of duties (Useche et al., 2021, 5). The other aspect 

is on the quality assurance documentation expected of employees, where the company 

or management decides on the renewal processes of employees’ contracts based on 

how they have performed in their respective assignments. In such situations, the pres-

sure to perform becomes a factor that might result in stress in the workplace (Gross, 

Thaler, & Winter, 2019, 199). Employees will be working to save their jobs, and the 

correlation of the job and the real-life situations or commitments would increase the na-

ture of stress and pressure that the employee experiences at the workplace.  

 

Unclear roles are another factor that can contribute towards workplace stress. Employ-

ees who understand the needs of their job portfolio often are sure of what they need to 

employ in their job delivery to satisfy the needs of the employer (Gross, Thaler, & Winter, 

2019, 199). However, where the roles are unclear, the employee will struggle to identify 

what ways he or she can employ to attain positive outcomes. The situation is worse in 

instances where there are role conflicts, in which an employee’s responsibilities overlap 

with those of another office, resulting in duplication of roles (Tao, Miller, & Gao, 2018, 

66). For such job descriptions, the stress occurs in not enjoying the autonomy to operate 

effectively and display personal skills and expertise on the job, since the achievements 

of the employee could be shared with another job portfolio, or the efforts that the em-

ployee places might go unrecognized, resulting in reduced chances of promotion (Gross, 

Thaler, & Winter, 2019, 200). Employees exposed to such situations will experience 

workplace stress compared to those whose roles in the organization are clear, specific, 

and determinable.  

 

Work conflict is another factor that could cause workplace stress. The aspect of work-

place conflict comes from either competitive nature of different departments, lack of syn-

ergy in operations, or existence of an unhealthy workplace environment (Gross, Thaler, 

& Winter, 2019, 200). Researchers have demonstrated that employees who work in a 
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workplace environment that is supportive, friendly, harmonious, and one where the syn-

ergy is perfect, often contribute the best elements of employees (Useche et al., 2021, 

6). Consequently, an opposite situation of the workplace environment that is character-

ized with unhealthy relationships between different departments, or where there is no 

team work approach to delivery of responsibilities, the overall experience of employees 

would result in stress (Byrne & Ludington‐Hoe, 2021, 1224). The benefit of most work-

places is that the management would not fail to recognize and highlight some of the 

issues that are affecting the workplace environment that requires redress. In such situ-

ations, it is important that employees work alongside the management to nurture a work-

place situation that is less combative, and whose effect is lack of teamwork, which sub-

sequently contributes to existence of workplace stress.  

 

Some of the work conflict issues could be related to cultural aspects, such as where the 

corporate culture is not as diverse (Useche et al., 2021, 8). The involvement of various 

employees who do not align to the company could cause some employees to create 

unnecessary conflict issues, such as delays in assigning of work, failure to approve pro-

vision of certain protective requirements, or lack of cooperation of the majority employ-

ees and the minority employees (García-Cabrera et al, 2018, 44). The likely effect in 

such workplaces is for conflict to exist, and this might result in significant workplace 

stress for the affected persons.  

 

Return-to-work and injury management are other issues that could contribute towards 

the existence of workplace stress. However, the contribution of these factors to work-

place stress is on the exacerbatory aspect as opposed to the primary contributors of the 

workplace stress (Gross, Thaler, & Winter, 2019, 201). People who get injured in the 

workplace and do not receive the adequate care or treatment for their injury might strug-

gle to fit within the return-to-work practices of the organization (Byrne & Ludington‐Hoe, 

2021, 1224). The assessment of such employees to the activities of the company would 

be that the company has failed to recognize their benefits and value, which could exac-

erbate the emotional stress that the person was going through from the injury, resulting 

in a workplace stress.  

 

Similarly, the legal, statutory, and medical processes within an organization can contrib-

ute towards the exacerbation of workplace stress. Legal processes, especially those that 

involve actions that an employee committed while working in his or her job description, 

can result in workplace stress (Useche et al., 2021, 10). For instance, the employee 

might have committed acts of omission in the approval of certain processes, and upon 
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recognition of the failure by the management, a legal process could follow that result in 

the employee facing possible jail term. Similarly, statutory requirements that stipulate 

the disciplinary measures for such employee might contribute towards the existence of 

workplace stress for the employee (Tao, Miller, & Gao, 2018, 67). The same challenge 

could occur as well for employees who might require medical cover from the company 

given their medical condition, and the employer refuses to commit to providing the 

needed medical cover, which could result in workplace stress (Byrne & Ludington‐Hoe, 

2021, 1225). In these three examples explained above, researchers have characterized 

them as exacerbatory factors, meaning that they would not specifically or ordinarily re-

sult in workplace stress, but can enhance some of the stressful situations that an em-

ployee might be undergoing.  

 

2.3 Consequences of stress 

When workers feel stressed at work, their bodies respond through increasing the stress 

hormones’ concentration in their blood (Ogunyemi, Babalola, & Akanbi, 2019, 142). As 

their bodies continuously respond to the threat or demand stimuli, the workers’ coping 

mechanisms, just as Selye stated through his research, will get into an overdrive, which 

can damage their health (Lu, Wei, & Li, 2021, 76). Some of the negative effects that 

have been demonstrated through research as resulting from job stress includes anxiety, 

depression, substance abuse, diabetes, cardiovascular disease, and weakened immune 

function (Rana, Gulati, & Wadhwa, 2019, 45). Before a worker witnesses these long-

term health issues, he or she will show short-term symptoms and signs of job stress that 

includes fatigue, short temper, upset stomach, sleep disturbances, concentration diffi-

culties, and headache.  

 

The consequences of workplace stress can be divided into two (Ogunyemi, Babalola, & 

Akanbi, 2019, 143). The first aspect is the consequence of the situation to the workplace 

or the employer, while the other consequence is on the employee (Agarwal, 2017, 827). 

The two aspects of workplace consequence could overlap, where both the employee 

and the employer experience similar consequence, while in some cases, the effect of 

the workplace stress could be specific to the employee, with minimal relevance to the 

employers. 

 

One of the notable workplace stress high absenteeism. Depending on the situation that 

the employee faces given the workplace stress, they might fail to feature as expected in 

the workplace because of medical needs or other factors associated with the medical 
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aspects resulting from the workplace stress. The other effect that employers might face 

is high employee turnover (Ogunyemi, Babalola, & Akanbi, 2019, 143). Companies or 

employers who fail to provide a healthier workplace environment would always witness 

an increase in employee turnover. One of the reasons that researchers have pointed to 

in explaining this phenomenon is the balance of risks that employees apply, where they 

consider the health situation of the workplace and examine if there are better alternatives 

that might provide similar rewards but with minimal stress (Agarwal, 2017, 827). The 

nursing profession a few years ago was a constant feature of how the workplace stress 

might contribute towards high employee turnover, with several researches examining 

the appropriate steps and changes that the profession was to take to limit the employee 

turnover situation. 

 

Poor time keeping is another consequence of workplace stress, as an employee might 

lose the desire to always have the interest of the employer at heart. The motivation to 

go to work might begin to decline, and some of the efforts to comply to expectations of 

the workplace would begin to reduce as well (Ogunyemi, Babalola, & Akanbi, 2019, 

144). Subsequently, the employee will fail to meet some of the deadlines provided in the 

workplace, or fail to avail him or herself to commitments in time because of engagement 

in either alcoholism or other coping mechanisms (Rana, Gulati, & Wadhwa, 2019, 46). 

Most employees whose behavioral changes mirror these actions would often lose their 

job in the long term. 

 

Low morale and poor motivation are another consequence of workplace stress. Low 

morale can exist in the workplace when the workplace stress does not promote team-

work, or where the conflict issues within the workplace create an atmosphere where 

work engagement is not as supportive as before. In such situations, the employee loses 

morale to deliver (Agarwal, 2017, 828). Another contributing factor is where the super-

visor contributes to the workplace stress by the demands placed on the employee, which 

makes the employee to lose morale in the job description. The other example is where 

the nature of the job description is ambiguous, or there are conflicts in the roles of an 

employee, resulting in the achievements of the employee failing to be recognized by the 

management (Rana, Gulati, & Wadhwa, 2019, 46). Such situations could equally result 

in low morale and poor motivation for an employee to produce similar effort in completing 

the assigned tasks. 

 

The other consequence to the organization is increase in complaints from the employ-

ees. Where the workplace stress exists because of either the lack of the management 
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to provide necessary equipment in the delivery of the assigned tasks, or where the pres-

sure exerted on the employees do not match the remuneration provided, employees are 

likely to stage a series of complaints or strikes that could negatively impact the reputation 

of the organization (Ogunyemi, Babalola, & Akanbi, 2019, 144). Depending on the in-

dustry competitiveness, any negative reputation could injure the performance of the or-

ganization in the industry, relative to the strength of the competitors.  

 

For employees, the consequences of workplace stress could be medical in nature. One 

of the likely consequences is the possibility of depression and anxiety (Ogunyemi, Ba-

balola, & Akanbi, 2019, 144). People exposed to stressful events or situations constantly 

are likely to develop anxiety and depression. The nature of the depression or anxiety 

can determine other issues such as the changing behavior of the employee (Agarwal, 

2017, 828). Some employees would begin to show anger and irrational behavior, which 

is an acting out or venting process from the stressful events of their workplace. Other 

employees could transfer their anger issues at the home environment, resulting in do-

mestic abuse cases.  

 

For some employees, the coping mechanism can be drug abuse, which could expose 

them to other dangers such as possible cancer, or acquisition of addictive behaviors that 

could take time to change (Ogunyemi, Babalola, & Akanbi, 2019, 145). In other cases, 

employees could consider committing suicide, especially where there are no remedial 

measures in place to curb the deteriorating health effect of the workplace stress to the 

employee’s life (Agarwal, 2017, 832). It is important that society, either through support 

mechanisms, or internal counseling platforms in the workplace, work together in limiting 

the negative effects of workplace stress to individuals, and avoid situations where people 

either commit suicide or adopt behaviors that have significant effects on their lives, such 

as addiction to drug abuse.  
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3 Stress Management 

Stress management refers to a broad spectrum of psychotherapies and techniques ap-

plied to control the stress levels of an individual, specifically chronic stress (Ranjit & 

Akhil, 2021, 82). The objective of stress management is to improve the daily functioning 

of the individual undergoing stress. People often employ varying techniques at manag-

ing their stress levels. In the workplace, the most common techniques include practicing 

mindfulness, where the individual undergoes certain steps at controlling their breathing 

as a mechanism of reducing stress (Ilić Petković & Nikolić, 2020, 662). The objective 

under this approach is where the stress levels result into a rise in anger, then the breath-

ing technique would help calm the individual and ensure that the situation does not 

worsen. The other technique often used is to have enough sleep (Lentferink, 2021, 3). 

Scientists explain that sleep assists in ensuring that the hormones active during stress 

are managed (Ranjit & Akhil, 2021, 82). The challenge, however, is that most people 

who have stress suffer from insomnia, which is a condition of lack of sleep. Given this, 

therapists propose exercises as a mechanism that can lower the hormonal imbalances 

caused by the stress levels, and assists the individual to get into a situation where they 

are calm. 

 

Other techniques of stress management include diet, taking a walk, having relaxation 

techniques, and keeping a good attitude (Ilić Petković & Nikolić, 2020, 662). The argu-

ment behind dieting is that there are certain foods that limit the nature of health deterio-

ration that could occur because of heightened stress levels, while other components of 

the food that a person takes can improve the ability to withstand stress (Ranjit & Akhil, 

2021, 83). The aspect of taking a walk as a mechanism for stress management is to 

withdraw the individual from the situation that caused the stress (Lentferink, 2021, 3). 

For instance, getting away from a toxic environment where the individual is likely to have 

either the blood sugar levels rise or the adrenalin shoot to heights that might result in a 

physical altercation, the proposal is that walking assists in ensuring that the person is 

calm.  

 

In the case of the relaxation techniques, the focus is to shift the mind of the individual 

away from the things that causes stress. Relaxation techniques can include yoga, en-

gaging in other events that do not necessarily demand a lot from the individual such as 

watching a movie, or listening to smooth music (Ranjit & Akhil, 2021, 83). Relaxation 

techniques are not standard features that must work for all people, as they vary depend-

ing on an individual. Lastly, on keeping a good attitude, the objective is to ensure that 
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there is no negative energy that could result in a mental breakdown because of a possi-

ble stressful event such as heightened pressure to deliver work on time (Lentferink, 

2021, 3), or other work-related issues that might portend stress under normal circum-

stances. 

 
3.1 Understanding the nature of stress 

Despite the various ways of managing stress, it is equally important to understand the 

nature of stress. Stress does not reside in an environment or an individual, rather it is 

within the ongoing processes that include individuals transacting with their cultural and 

social environments (Ranjit & Akhil, 2021, 84). The general model of a stress process 

includes the existence of a stressor, availability of resources in managing the stress, and 

the nature of personal characteristics of an individual that would ensure that the stress 

element exists (Bonneville-Roussy et al., 2017, 29). For instance, a stressor could be 

emotional, such as remembering a lost loved one, and the resources of handling such a 

stressor could be visiting a counselor or having family members and friends (Ilić Petković 

& Nikolić, 2020, 663). The ability of the resources in managing the effect of the stressor, 

coupled with the personal characteristics of an individual such as existing emotional 

vulnerabilities, can determine whether a person falls into a stress situation.  

 

There are three types of stressors, namely the environmental or physical, psychological, 

and social stressors. The environmental stressors are those that changes a person’s 

body state. For instance, people will suffer from an injury, overexert themselves physi-

cally, or fail to have sufficient sleep (Lentferink, 2021, 4). The nature of environmental 

or physical stressors is that they are often unavoidable, like the cold winter, hot summer, 

crowding of people in a place, noise, and air pollution. Other examples of environmental 

stressors include catastrophic events like floods, earthquakes, landslides, and fires.  

 

On the psychological stressors, they are the stresses that people generate through their 

minds (Ilić Petković & Nikolić, 2020, 663). Given this, they are unique to a person. People 

manifest psychological stresses differently. Some of the causes of psychological 

stresses include internal pressures that a person places upon him or herself, conflicts 

that might occur either at home or in the workplace, and frustrations about life (Ranjit & 

Akhil, 2021, 85). When people worry about problems, they become anxious, which could 

result in being depressed. Social pressures are another contributor of psychological 

stress (Lentferink, 2021, 5). Where excessive demands are placed on a person, either 
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by family members or friends, the pressure could weigh heavily on the individual to levels 

that it becomes a source of stress.  

 

On social stresses, they are external, and come from the association with other people. 

Some social events such as strained relationship with a loved one, a colleague, a parent, 

or child, can trouble an individual and result in stress (Bonneville-Roussy et al., 2017, 

30). Similarly, where a person has trouble with his or her neighbor, the lack of harmony 

in dealing with other people within the vicinity could result in stress development 

(Lentferink, 2021, 5). The extent of social stresses on people varies from person to per-

son, because different people handle stress differently. 

 

Apart from the types of stresses, there are dimensions of stress as well. People do not 

experience stress in the same way (Ilić Petković & Nikolić, 2020, 664). The categoriza-

tion of the differences in stress experiences can be through the intensity of the stress, 

the duration of the stress, the complexity of the stress, and the predictability of the stress. 

These are the four dimensions of stressors. On the intensity aspect, stress experience 

can be examined in terms of either low or high intensity (Ranjit & Akhil, 2021, 85). Some 

people will experience high intensity stress, which could result in other health complica-

tions like anxiety and depression, while others could experience low intensity stress that 

might not result in significant need for extensive health treatment. 

 

On the duration of stress, the dimensions are categorized either as a short-term stress 

or long-term stress (Bonneville-Roussy et al., 2017, 32). Short-term stress might occur 

where an employee is assigned to a supervisor for a short period and the relationship 

between the supervisor and the employee does not promote healthy coexistence. In 

other cases, an employee could be working in a department for several years, and the 

cultural diversity of the department places the employee as a minority, with constant 

demonstration of intolerance and discrimination from other colleagues (Lentferink, 2021, 

6). Such a situation is classified as a long-term stress duration. The effect of the stress, 

depending on whether it is short-term or long-term, varies significantly (Bonneville-

Roussy et al., 2017, 34). Long-term stress can result in serious health conditions, while 

short-term stress experiences can be handled through  

 

 Stress can equally be examined in terms of complexity, where the classification is less 

complex and more complex stress. The less complex stress is one whose stressors are 

either one or two and can be easily addressed, while more complex stress is one that is 

not easily addressed (Ilić Petković & Nikolić, 2020, 664). An example of a less complex 
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stress is where a person has their cheques delaying because of some bureaucracy is-

sues, but once the issues are resolved, the individual will receive his or her money (Ran-

jit & Akhil, 2021, 86). The more complex stress could involve losing a job and receiving 

a letter or notice of eviction from auctioneers, while having a child or spouse suffering 

from a chronic disease that depends largely on your ability to earn sufficient income. 

The resolution of such a stress is more challenging.  

 

3.2 Assessment strategy 

The responses to stress can be measured through various assessment strategies. How-

ever, certain issues must be considered before determining the appropriate stress 

measure to apply (Bonneville-Roussy et al., 2017, 35). Some of the notable stress 

measures include self-report questionnaires, physiological measurements, or behavioral 

coding. These measurements assess the stress responses of an individual (Lentferink, 

2021, 6). The stress responses include the physiological responses, the behavior re-

sponses, and cognition and emotion responses. Self-response questionnaires are the 

easiest way of measuring stress responses (Bonneville-Roussy et al., 2017, 35). For 

instance, through the Perceived Stress Scale, there are 10 self-report measure items 

that captures the perception of an individual on how they are overwhelmed by their pre-

sent life situation (Bonneville-Roussy et al., 2017, 35). The application of Perceived 

Stress Scale features prominently in most scientific studies that seek to assess the 

stress response of participants in different stressors. For acute stress paradigm, the 

commonly used stress assessment tool is the Trier Social Stress Test (TSST), where 

participants perform mental arithmetic and provide a speech before judges.  

 

The selection of the appropriate stress measure to use is critical for researchers. Some 

of the psychological stress measures through application of self-report questionnaires 

include early exposure to life stress, present perceived or chronic stress in several do-

mains, traumatic events, and life events (Ilić Petković & Nikolić, 2020, 665). The domains 

can include work stress, neighbourhood cohesion, financial strain, discrimination expe-

riences, loneliness, and marital discord. Additionally, determining which type of the 

stressor exposure that a researcher seeks to measure relies on the relevant aspect of 

the study population, the hypothesized mechanisms, and the research question 

(Lentferink, 2021, 7). The first step is to determine the most relevant stress type within 

the sample population examined by the researcher. In the case of workplace population, 

the most relevant type of stress is workplace stress.   
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3.3 Models of stress management 

There are several models of stress management. For this research, the models under 

focus are the preventive stress management model and the tripartite model for stress 

management. 

 

3.3.1 Preventive stress management model 

Preventive stress management model refers to a public health set of principles and phi-

losophy that consultants and organizations can use to assist their organizations to op-

erate optimally (Herr et al., 2018, 255). The approach that this model uses to manage 

stress is by preventing organizational and individual stress while promoting organiza-

tional and individual health (Ilić Petković & Nikolić, 2020, 665). The figure below presents 

the preventive stress management conceptual model. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Preventive stress management conceptual model (Hargrove et all., 2011) 
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The figure displays the process of organizational stress and is indicated through the 

unshaded boxes. The process begins from the stressors, then moves to the stress re-

sponse, and lastly to the outcomes. The stressors that cause this process could be either 

self-imposed or environmental. Once an individual is exposed to the stressors, the stress 

response is triggered, which could be negative and cause distress, or positive and result 

in eustress. The stress response refers to the psychophysiological response by the or-

ganization’s activation process and the individual in fighting or fleeing from the stress. 

Depending on the approach of dealing with the stress, the stress response can result in 

a positive or negative outcomes. The negative outcomes include behavioral, psycholog-

ical, or medical distress, while the positive outcomes include the enhanced performance 

and heightened alertness. 

 

 

 

 

  

3.3.2 A Tripartite model for stress management 

 

Tripartite model of stress management divides the depression and anxiety symptoms 

into three groups, namely the physiological hyperarousal, the positive affect, and the 

negative affect (Andiappan & Dufour, 2020, 207). The benefit of this type of model is 

that it helps in understanding the comorbidity between depressive and anxious disorders 

and symptoms.  

 

 

The negative affect is common to both depression and anxiety, and refers to the extent 

to which a person feels unpleasantly engaged or upset, instead of peaceful (Andiappan 

& Dufour, 2020, 207). The affect involves several negative states of a person’s mood 

such as hostility, scorn, fear, disgust, and subjective distress (Ilić Petković & Nikolić, 

2020, 666). Some of the states of mood that are specific to depression are loneliness 

and sadness, and these two states account for large loadings of negative effect. The 

common negative affect symptoms include poor concentration, restlessness, irritability, 

and insomnia.  
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The positive affect, on the other hand, refers to the pleasurable engagement level of an 

individual with his or her environment (Andiappan & Dufour, 2020, 2010). Some of the 

components that make up a high positive affect include mental alertness, activeness, 

adventurousness, joy, interest, social dominance, energy level, and enthusiasm (Bow-

man et al., 2019, 696). A low-level positive affect is called anhedonia, which refers to 

the interest loss or inability to have pleasure when doing things that were pleasurable in 

the past (Andiappan & Dufour, 2020, 213). For the tripartite model of stress manage-

ment, low positive affect levels indicate depression, and can manifest in form of lethargy, 

sadness, fatigue, and loneliness.  

 

 

 

On physiological hyperarousal, it refers to increase in the sympathetic nervous system 

activity because of a threat exposure (Lentferink, 2021, 8). This category of tripartite 

stress management model is specific to anxiety disorders, and include symptoms such 

as dry mouth, sweaty palms, lightheaded or dizzy feeling, shortness of breath, and shak-

ing or trembling (Ilić Petković & Nikolić, 2020, 667). Less studies have examined the 

physiological hyperarousal compared to the positive affect and negative affect (An-

diappan & Dufour, 2020, 217). With time, as more research are conducted on this di-

mension, more information about its application in stress management will inform how 

best organizations can use it to address stress in the workplace. 
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4 Research and Development Methods 

This research shall apply mixed research method. Through this research, it would 

search to figure out these questions below relating the job stress and performance 

productivity of employee’s as well organization’s: 

i. What is the relationship between work overload and employees’ performance? 

ii. What is the relationship between work-life balance and employees’ perfor-

mance? 

iii. What is the relationship between job satisfaction and employee and productiv-

ity performance? 

iv. What is the relationship between stress management system and employee 

performance and company productivity? 

 

 

 

 

 

 

4.1 Mixed research method 

Qualitative research is a research method that involves analyzing collected non-numer-

ical data to understand the experiences, opinions, or concepts while quantitative more 

focus on numbers or data based on real feedback about a topic. The research method 

can be applied to generate new research ideas or gather insight on a research problem. 

In this thesis, mixed research method is applied in examining the best stress manage-

ment models that organizations can use to address workplace stress. The thesis shall 

rely on empirical peer-reviewed articles and other scholarly materials to conduct a the-

matic analysis on the stress management models, and by formulating an interview ques-

tionnaire relying upon the data from this particular problem as both qualitative and quan-

titative efforts will try to outline the best model that organizations can apply given the 

current workplace needs, pressures, and challenges. Quantitative approach shall help 

the research to collect the data in a bigger approach while qualitative approach would 

simplify the question of this research paper to figure out the best findings along with 

theoretical analysis of this project. 
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4.2 The conduction of study 

The study focuses on mixed type of research where both the qualitative and quantitative 

data has been accumulated relating the theoretical analysis of this research. In deter-

mining the type of articles to be used in the analysis, the researcher conducted a search 

on various databases using specific key words such as stress management, stress man-

agement models in the hospitality industry, stress management and employee perfor-

mance, company productivity through stress management models, stress management 

system, and different stress management models for the 21st century organizations. 

 

 

 

 

Several articles were identified, and an inclusion and exclusion criteria applied to elimi-

nate some of the sources that did not meet the threshold to be included in this analysis. 

Some of the inclusion criteria applied included sources that were less than 10-years-old, 

meaning that older sources were eliminated from the study. Additionally, sources that 

did not conduct an empirical study but only provided a theoretical analysis of the situa-

tion were equally excluded from the study. The researcher also excluded sources that 

focused on other industries apart from the hospitality industry. The scholarly materials 

that were accepted for the analysis section were those that had credible authors who 

demonstrated a better understanding of the stress management concept and how it im-

pacts workplace environment. Additionally, sources of authors who generated various 

stress management systems were equally included in the analysis section.  

 

 

 

 

 

Moreover, to collect the data, semi structured interview has been formulated by the re-

searcher of this project and asked to the interviewees about the stress factor at work-

place and how it can be associated with the performance productivity. Among the inter-

views, some were taken place face to face whereas others were conducted through 

online due to the availability of interviewees and relying upon the covid-19 situation came 

out as a best possibility at that moment. Also, all the participants who are residing in 

Finland and majority of them are working in hospitality industry including some who are 
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in other service sectors. To collect the data in deeper, semi structured interview was 

created where first introduced about the background questions of the interviewees to 

draw their solid identity and later the main targeted questions about stress and stress 

management with productivity were presented thoroughly step by step. In the last part 

of the interview questionnaire, every interviewee has been given freedom to put their 

own opinion about the job stress and how it can be well managed and in the last inter-

view questions were about their feedback to improve the situation at work places so that 

the organizational goal as to produce more productivity can be fulfilled. The interview 

questionnaire also has been added in this research paper as an appendix. Therefore, 

after collecting of the data through interviews would be analyzed in the data analysis 

section which also will be shown about the result of the data with graphs. The researcher 

also shall draw an observation of this research from the result of the data analysis as 

well from the discussion of theoretical approaches of this research. In the last part of this 

research, based on the observation and the research result, there would be stretched 

out the conclusion and in ending the discussion should be added by the researcher. 
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5 Data analysis and results 

The data will be analysed in this section which has been obtained from the interviews. 

There were questions through the interview which were formulated and the participants 

were involved in answering them. The interview questions were all based on the topic 

of the stress and stress management with productivity. In the analysis process, there 

are different methods which will be used to present information but the dominant proce-

dure will be through quantitative method where graphs and figures will be presented. 

There is a lot of details which shows the reasons why people fall in the problem of stress. 

In the same manner, details have been presented with the aim of understanding the 

management procedures for controlling stress especially in the work place. The re-

search cannot be completed without the evaluation of situations in the ground and that 

is the reason why a population was selected and an interview was conducted in order 

to gather data that would help in forming the statistical approach. 

 

5.1 Data collection 

As stated in the section above information which will be presented in this section has 

been obtained through interviews. This seemed to be the best method in this case con-

sidering that it presented enough information about the topic and it covers a bigger range 

in terms of exposing the nature of the state of conditions in the ground. A google ques-

tionnaire survey interview was formulated to collect the data by face-to-face interview or 

through online relying upon considering the availability of interviewees or worthy to men-

tion that the covid-19 situation made it to happen through online. The majority interview-

ees age group was among 26 to 32 and then young, and very few participants were from 

more than 40 age group who are residing in Finland and currently working in different 

service sectors while majority are from hospitality industry. Most of the participants who 

took part of this research are employed as a general employee mostly from the bottom 

part of the organization, thus, the research can find the best finding of job stress and the 

participants mostly live in Uusimaa region of Finland as well known to the author.  In the 

interview, the semi structured questions were formulated to make a clear interview to 

the interviewees while researcher tried to make an easy understandable clear question 

so that the research object can be fulfilled. Easy language has been used to understand 

all the questions of the interview, moreover, the questions were deeper thoroughly step 

by step so that interviewees do not feel shy to express their idea about the stress man-

agement and performance productivity at their workplaces.   After evaluating the age of 
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the participants in this research, it was important to obtain information on different fac-

tors. For example, it was necessary to understand how many times participant’s feels 

stressed up in the workplace. They were also required to give information on the meth-

ods that they use to manage stress. This would provide good information on the domi-

nant methods of managing stress in the workplace; it is also important for the completion 

of this research and formation of a theory. Additionally, the interview questions focussed 

on the how workers in the workplaces react to stress. This focusses on whether they 

decide to quite the jobs or they move on to the new work. Information on this case would 

be very important because it creates an understanding of how people react to stressful 

conditions. To add to this, another question addresses the question of whether partici-

pants felt that organizations should have sections or departments that addresses issues 

of stress in the workplace and a centre where people can report whenever they feel 

overwhelmed. 

 

 It was also important to let people express their conditions and how they felt about their 

workplace and whether they were satisfied with the way they were treated in terms of 

controlling stress levels among employees. To add to this, they were asked methods 

that they believed were necessary for managing stress in the workplace. This question 

was connected with the focus on whether there were systems established where the 

welfare of workers was considered and addressed. This would show whether organiza-

tions are concerned about the welfare of workers. It was necessary to understand the 

kind of industry which the participants worked in for this gave information on the sections 

which are mostly affected. It was also necessary to know the kind of contract that em-

ployees had with their organizations. Information on the causes of stress was addressed 

and this is through the understanding whether stress was caused by performance 

productivity at work. It also focussed on the role of manager’s role in managing the stress 

levels and ensuring that workers were safe. Employees were asked whether they are 

consulted in the process of making decisions on the management process of stress in 

the workplace. Suggestions were also asked in order to give details on the best mecha-

nisms which should be used in the process of coming up with the best strategies of 

dealing with condition. It was necessary to give information on the case of work life bal-

ance for the participants. Employees who were participants were asked whether zero 

stress working environment is good for improved productivity. They were also required 

to provide information on how they think that stress can be controlled in the workplace. 

They were asked whether it was necessary to have discussions or consultations on how 

stress should be managed in organizations. It also focussed on the managers perfor-

mance on managing stress levels to the general employees. Moreover, there was a 
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question which sought to seek information how often employees felt stressed in the work 

place. Finally, the last part of the interview questionnaire was arranged by asking the 

respondents about their opinions that organizations can imply to make a stress-free 

working place and lastly further suggestion was added as a in general comment to get 

the last comment from the respondents.  To get the best feedback from the respondents, 

some questions were asked according to five scale model by putting such as strongly 

agree, agree, neutral, disagree and agree – as a general indicator and for some ques-

tions it was asked through yes, no question with an excuse of no idea as a don’t know 

option.  

 

5.2 Data analysis 

In the data analysis section, information which has been provided from the interviews 

will be used to create a picture of state of situations in the workplace and how workers 

feel in organizations. It is a very important section for data will be grouped in a manner 

that is efficient for interpretation and easy reading. The first question focussed on the 

age of the participants. In this case and according to the statistical data, the biggest 

population which participated in this research was between the age of 26-40 which is 

reasonable because these are the people who make up the working group or the em-

ployed people. In this case, there were altogether 28 responses that has been collected. 

 

 

Figure 1 & 2 

From the basic back ground questions, among the respondents 75% were male and 

very few prefer not to disclose their identity. From the age group the highest percentage 

35.7 were from the group 26 to 32 and followed by the age group 18 to 25 were stood 

at 17.9 % and above 40 up from the age group was only 7.1%. 
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Figure 3 

Since this research is emphasizing more the hospitality industry and thus, we divided 

the job sectors in three categories; 1. Food, beverage and restaurant. 2. Hotel, Motel & 

service sectors. 3. Others category.  In this regard, the food, beverage and restaurants 

that made up 39.3% of the participants. The next highest group was from other sectors 

that made up 50% and hotel, motel and services constituted 10.7%. 
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Figure 4 

The other question focusses on the kind of contracts which participants had in the places 

where they worked. This was very important in the process of understanding the kind of 

jobs that they did. In this response, 46.4% of the participants were fully employed and 

part time workers made up 32.1% of the participants. Others 17.9% were jut employed 

for the time being and none got from the open contract. 

 

 

 

 

Figure 5 

In the question of how often employees felt stressed, there were responses which were 

surprising. In this case, 35.7% depended on the circumstances, 32.1% felt stressed out 

sometimes and 25% had the stress always but the rest did not feel stressed. Thus, it 

seems so east that job stress is a real factor that often affects employee at work. The 

results are as indicated below. 
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Figure 6 

Employees were asked whether they thought stress was based on performance produc-

tivity at workplace. In response to this question, a bigger number of participants agreed 

to this statement with 57.1% strongly agreeing to it and 35.7% just agreeing. The rest 

disagreed; others were neutral while the other strongly disagreed. There is also undoubt-

edly true that era has become more productive where organizations want more and 

more from employees which results so often terrible job stress to the employees and the 

data also reflects so. 

 

 

 

Figure 7 

The other question focused on the methods which are used or the approaches which 

are taken in order to manage stress in the work place. In response to this question, many 

people indicated that their methods of managing stress were mixed up of good and bad 

strategies. That is the 46.4% of the participants. On the other hand, 32.1% indicated that 

they were able to manage stress in a great manner while 14.3% stated that their stress 
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management levels were very poor. 7.1% had not idea of this process and thus did not 

work on stress reduction process. This is as shown in the diagram below. 

 

 

 

Figure 8 

Another question focussed on the role of managers in controlling stress levels in the 

work places. In response to this, 39.3% of the participants indicated that they believed 

that managers had a big role to play in managing stress, 35.7% agreed, 14.3% were 

neutral on this case and other disagreed and while a small percentage strongly disa-

greed. This is as shown in the following diagram. 

 

 

Figure 9 

The other focus was on the reaction of employees when they feel stress. The question 

addressed whether employees feel to switch the workplace whenever they feel stressed. 

In response to this, 42.9% of the people strongly agreed to this fact. Also 28.6% were in 
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agreement with the statement while 21.4% of the people were neutral in the whole idea. 

It is also good to note that 7.1% of the people disagreed with this idea. This is as shown 

below. 

 

 

 

Figure 10 

There was also a focus on the role of organizations in managing stress levels and fo-

cussing on the plight of employees especially in the case of work life balance. It required 

participants to answer whether they agreed that organizations had these roles. In re-

sponse to this, 53.6% of the people agreed strongly to the idea and 35.7% were in 

agreement to this statement. 10.7% of the people were neutral about the case while 

nobody disagreed in this case. This is as it has been shown through the diagram below. 

 

 

Figure 11 

The other focus was on the description of the work life balance as per the conditions of 

the participants. Here they were supposed to express or show their conditions. Based 
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on the results, 39.3% said that they were good in terms of the work life balance. 28.6% 

were neutral in this and 14.3% were very good in terms of work life balance. However, 

14.3% also described that they are bad on managing stress issue and nobody triggered 

the very bad option. This is as shown below. 

 

 

 

Figure 12 

The other focus was on whether employees should consult with their colleagues on mat-

ters of stress. In this discussion, 32.1% of the participants found it’s okay to undertake 

this task. However, both 28.6 % were shown as agreed and neutral. Around 10% of the 

people did not feel like this was necessary and therefore they disagreed while the rest 

of the population stated that they strongly disagreed about the ideas shown below. 

 

 

Figure 13 

The other question addressed the idea whether the workplace with zero stress has any 

impact on the productivity levels of employees. In response to this, 45% of the partici-

pants strongly disagreed to this idea and 25% agreed to this thought. In the same case, 
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20% of the people strongly agreed while 10% disagreed to this idea. The rest of the 

people were neutral about this case as shown below: 

 

 

Figure 14 

The other focus was on the means which are used to minimize stress in the workplace. 

In this case, 45% of the people stated that they motivate themselves and gain personal 

inspiration while 25% indicated that they do nothing about it. 15% stated that they do 

yoga in order to manage stress while 10% stated that they prefer consulting with bosses 

in order to gain the breakthrough that they need. This is as shown in the diagram below; 

 

 

Figure 15 

People were asked to mark regarding their job satisfaction in regard to the management 

of stress levels at work. 50% stated that it was good and they were okay with it and 20% 

stated that they were neutral about the idea. 15% stated that it was very good and rest 

indicated that it was bad and very bad as shown below; 
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Figure 16 

The other focus was on whether employees were consulted in the process of coming up 

with proper welfare strategies for employees. The answers to this question were on NO 

or YES basis. In this case, 35% of the people stated that they were not consulted and 

30% stated that there were such procedures in their organizations. 

 

Figure 17 

In order to make more stress-free zone for the organizations, here it had been asked to 

the respondents about their opinions. Surprisingly we got lots of ideas such as someone 

suggested that stress is good, this is because it emphasizes him to complete task by the 

given date. Though, some has suggested that regular break should be emphasized and 

appointing a psychologist would be a plus point. One respondent has cited to make sure 

a good communication with bosses. More interactions among employees and job hours 

should be strict that other times bosses should not make communications. Wages and 

increments were introduced also by some respondents as a part of satisfaction to mini-

mize stress and to motivate more towards jobs. However, one respondent has said to 
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make sure full of boxes chocolates at workplace can bring more fun and interactions 

among employees, thus can be resulted to reduce stress and make a healthy environ-

ment at workplaces. So, this question came up with lots of interesting results. 

 

 

 

Figure 18 
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Here it was asked for the further suggestions as a general wish by respondents. Where 

good communication, good work environment and appreciation each other had been 

said by the respondents. Also suggested proper organizing with planning helps to re-

duce the stress level and employers must ensure the co-operation among employees 

were heavily suggested. Appreciating each other can be a useful part of a healthy work-

ing environment and also adding that more relaxing activities like listening music or op-

tion to having a nap may result better work place with more productivity has been drawn 

by the participants of the interview. 

 

 

 

After analysing the data from the questions of the interview section ca be drawn that job 

stress is a common issue for the employees where most of the participants are quite 

unsure that how to manage this stress. Some companies may have councillor or some 

section where stress can be stressed but majority of the participants claimed they do not 

have such facility. To find the answer of another research question, job stress and work-

load is connected which is clearly visible and also job performance productivity gets 

halted by job stress is visible by the data. Given data also reflects, managers or bosses 

also have significant role about to manage stress for the general employees. Lastly, 

most of the participants agreed about that balance work life reflects higher productivity 
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and long-term organizational profitability where job stress also gets down among em-

ployees. 

 

5.3 Validity and reliability 

The data which has been presented in this section can be relied upon because it has 

been gathered from real people who have given genuine opinions. It can be used to 

improve research for it adds up to the information which has been presented in this field. 

It can be used to extend research and be a building block towards gaining more infor-

mation. It is clear that the issue of stress is real and disturbing people in organizations. 

According to the data which has been presented, there are ideas which can be utilized 

in order to come up with policies which are efficient in addressing the problem and en-

suring that the conditions are changed. The sources which have been used in this re-

search have been satisfied and they provide modern data that has been collected using 

the advanced methods. This is through the use of the laws and ethical guidelines which 

are supposed to be followed in the field of research. Such includes recognizing authors 

who have given information regarding different things in this field by citing their names 

which has been done in this case and also based on ethical point, throughout the inter-

view questionnaire, every individual’s response email has been collected for any further 

query. 

It is also true that by analysing the fact there also has some limitations of this research 

data since mostly the interview questionnaire has been formulated through online and 

thus, some cases responses might would react differently if it could be a face to face in 

person interview for all. Moreover, worthy to inform that all the participants of the inter-

view are from Finland and thus, by formulating the interview question in Finnish lan-

guage could be more understandable but researcher has got limited proficiency in Finn-

ish made it bound to conduct the interview in English language. However, all the inter-

viewees had no problem to participate in English since Finland ranks among the highest 

proficiency in English as a non-native country. Moreover, time and the interview ques-

tions can be wider with interviewees to get more data in depth regarding the research. 

Nevertheless, most of the interviewees are almost personally known to the researcher 

may also reflect that participants tried to satisfy the interviewer rather hiding something 

untold about their bitter experiences of stress since the workplaces are familiar to each 

other as well among the most of the participants. Lastly, getting more interviewees may 

draw more data sample which may reflect more strong background in the results of re-

search, though the maximum data has been collected by the researcher’s huge effort’s 

at here. 
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6 Conclusion 

 From this research it can be easily stated that stress has serious effects on individuals 

and it has significant impact on performance of workers in organizations. It is therefore 

very crucial to consider introducing the recommended procedures through research in 

order to the state of conditions and to ensure that organizations have serious procedures 

for dealing with stress. Working with employees has been recognized to have significant 

impact on the formulation of procedures which are necessary for helping employees to 

overcome stress. Best processes ensure that managers are able to control the issue of 

employees switching jobs because it has been noticed that employees do this often 

because of excessive stress. If organizations can be able to manage stress in workers, 

they can be able to maintain them. The research has been provided the clear data is 

credible about job stress and handling this issue can be used to make great decisions 

and ensure productivity in the organizations. Many of the participants indicated that they 

did not have procedures for addressing issues which related to stress. With considera-

tion of this fact, workers have not been informed enough about procedures and pro-

cesses that they should follow in the process of managing stress. This could be the 

reason why many of them feel helpless and they do not have a way of addressing their 

issues. There should be programs in organizations that ensure that people are able to 

handle conditions that they face. Though this is the case, a lot of consultation has been 

done based on research where individuals have been going to their bosses whenever 

they have stress to get the kind of help that they need. Surprisingly Some of the partici-

pants also mentioned about the salary or reward that has a vital part of job satisfaction 

as well help to eliminate the stress from their views, however, through this research it 

has not been able to validate this verdict considering the data and theories. In some 

cases, it has been suggested to focus more on workplace environment where col-

leagues have got a friendly relationship to each other makes a harmony which eradicate 

the job stress of the employees. 

 

It is undeniable that most of the participants suggested that they feel somehow more or 

less stress at workplaces. Through this research it has also drawn that managing stress 

at workplaces is challenging for most of the participants where a very few claimed that 

they are good at managing stress in workplaces. Nevertheless, bosses or managers has 

got a significant role about managing stress at workplace has also been agreed by the 

majority of participants. Managing stress and well-being at work place is an important 

issue to the almost all participants. Consulting with colleagues and bosses also some-

times help to reduce stress has also been mentioned.  
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From the research questions, the data shows majority has accepted that stress at work 

happens while majority has claimed that self-motivation as a tool to minimize it. Consult-

ing with colleagues also can be helpful. However, from the interview question, in your 

company do you have any employee well-being consultation so that employee can have 

a better work life balance? Majority has answered that they do not have it while some of 

them said they have no idea about it and a very few just said that they have it. And does 

a zero-stress workplace motivates employees for productivity question came out with 

strongly agreed from majority participants while a very few disagreed with it. Mostly also 

agreed that organizations should have a strong focus on minimizing stress factor so that 

the employees can have a work life balance whereas nobody did not disagree with this 

verdict. From the suggestions part of better work life balance, some suggested consul-

tation with colleagues and bosses about stress, some suggested to have enough em-

ployees so that over load or over work would not go on employees. Also, some sug-

gested about to have the flexibility among working hour rather employees should have 

focus more on gets thing done as a priority. 

 

 

Thus, relating to the theory analysis of this research as well from the observation of the 

result of the data, it is obvious that work stress is an important issue that cannot be 

denied. Moreover, the result of the data shows poor managing stress of employees often 

results poor job performance with the lack of productivity at workplaces. However, the 

types of stress can be varied to person to person where managing skills of stress also 

not equal to all.  
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7 Discussion 

In general, it is often seen that employers mostly do not understand or ignore the impact 

of work stress on employees. In the given data, it was clearly show about the affects of 

stress on employees or workers. A bigger percentage of the people acknowledge the 

need for being involved in the process coming up with methods of managing stress and 

implementing them. Workers should have a stake in this process to understand the con-

ditions of stress which affects them perfectly to their job satisfaction and thus, their fur-

ther suggestions can be very effective in order to make a healthy work environment 

implying a stress-free arena. It is also good to understand the fact that it is not possible 

to introduced better strategies without understanding what really causing stress in the 

work place. Therefore, there is no denying fact that a healthy stress-free work environ-

ment creates a greater performance productivity which results satisfying employees with 

maximizing organizational profitability. Moreover, every employee wants to have a fair 

treat with appreciation at his workplace. Nobody does not want to accept the ignorance 

or discrimination neither from colleagues or bosses. Also, it can be suggested that not 

in in Finland rather in general, it can be a great idea to open up an option to have a 

psychiatric for the employees from the organizations, thus consultation may bring better 

idea to reduce stress also to be more organized towards jobs. A happy healthy work 

environment creates a job satisfaction that brings a balanced happy working life for every 

individual employee. There is still a challenging part of this research where addressing 

various stress of employees and exact solutions for managing stress, this is because, it 

needs more research towards future to allow the exact solution of job stress manage-

ment. 

 

 

In this modern era, it is also true that so many organizations have taken lots of steps for 

employees’ well-being as well to create a stress-free work zone. Though rationally very 

few organizations are considering it as an important issue while others have to a do a 

lot on it. Lastly, how exactly the bosses also can be a part of the stress management 

issues of the general employees to make a bridge between employees and productivity 

suggests further research and study especially for Finnish hospitality industry so that we 

may have a healthy, happy and efficient workforce towards the future with a great work-

ing environment. 

 

 

 



49 

 

8 References 

 

Abbas, M., Malik, M., &amp; Sarwat, N. (2021). Consequences of job insecurity for 

hospitality workers amid COVID-19 pandemic: does social support help? Journal of 

Hospitality Marketing &amp; Management, 1-25. URL: 

https://www.tandfonline.com/doi/abs/10.1080/19368623.2021.1926036. Accessed: 3 

November 2021. 

 

Agarwal, M. (2017). System dynamics modelling of the influence of stress on job 

performance at workplace. Asian Journal of Management, 8(3), 827-833. URL: 

http://www.indianjournals.com/ijor.aspx?target=ijor:ajm&volume=8&issue=3&article=07

4. Accessed: 19 October 2021. 

 

Andiappan, M., &amp; Dufour, L. (2020). Jealousy at work: A tripartite model. Acad-

emy of Management Review, 45(1), 205-229. URL: https://psycnet.apa.org/rec-

ord/2020-36558-007. Accessed: 2 November 2021. 

 

Andrade, M. S., Miller, D., &amp; Westover, J. H. (2021). Job Satisfaction in the Hospi-

talityIndustry: The Comparative Impacts of Work-Life Balance, Intrinsic Rewards,Ex-

trinsic Rewards, and Work Relations. American Journal of Management, 21(2), 39-56. 

URL: https://articlegateway.com/index.php/AJM/article/view/4226/4018. Accessed: 11 

October 2021 

 

Ariza-Montes, A., Hernández-Perlines, F., Han, H., &amp; Law, R. (2019). Human di-

mension of the hospitality industry: Working conditions and psychological well-being 

among European servers. Journal of Hospitality and Tourism Management, 41, 138-

147. URL: https://www-sciencedirect-com.ezproxy.haaga-

helia.fi/science/article/pii/S1447677018304728?via%3Dihub. Accessed: 21 October  

2021. 

 

Asensio-Martínez, Á., Leiter, M. P., Gascón, S., Gumuchian, S., Masluk, B., Herrera- 

Mercadal, P., ... &amp; García-Campayo, J. (2019). Value congruence, control,sense 

of community and demands as determinants of burnout syndrome among hospitality 

workers. International Journal of Occupational Safety and Ergonomics, 25(2), 287-

295.URL: https://www.researchgate.net/profile/Santiago-Gascon/publica-

https://www.tandfonline.com/doi/abs/10.1080/19368623.2021.1926036
http://www.indianjournals.com/ijor.aspx?target=ijor:ajm&volume=8&issue=3&article=074
http://www.indianjournals.com/ijor.aspx?target=ijor:ajm&volume=8&issue=3&article=074
https://psycnet.apa.org/record/2020-36558-007
https://psycnet.apa.org/record/2020-36558-007
https://articlegateway.com/index.php/AJM/article/view/4226/4018
https://www-sciencedirect-com.ezproxy.haaga-helia.fi/science/article/pii/S1447677018304728?via%3Dihub
https://www-sciencedirect-com.ezproxy.haaga-helia.fi/science/article/pii/S1447677018304728?via%3Dihub
https://www.researchgate.net/profile/Santiago-Gascon/publication/319142241_Value_Congruence_Control_Sense_of_Community_and_Demands_as_Determinants_of_Burnout_Syndrome_among_Hospitality_Workers/links/5ab39b0fa6fdcc1bc0c2edfd/Value-Congruence-Control-Sense-of-Community-and-Demands-as-Determinants-of-Burnout-Syndrome-among-Hospitality-Workers.pdf


50 

 

tion/319142241_Value_Congruence_Control_Sense_of_Community_and_De-

mands_as_Determinants_of_Burnout_Syndrome_among_Hospitality_Work-

ers/links/5ab39b0fa6fdcc1bc0c2edfd/Value-Congruence-Control-Sense-of-Commu-

nity-and-Demands-as-Determinants-of-Burnout-Syndrome-among-Hospitality-Work-

ers.pdf. Accessed: 18 October 2021. 

 

Asif, F., Javed, U., &amp; Janjua, S. Y. (2018). The job demand-control-support model 

and employee wellbeing: a meta-analysis of previous research. Pakistan journal 

of psychological research, 203-221.URL: 

https://scholar.google.com/scholar?as_vis=1&q=Asif,+F.,+Javed,+U.,+%26amp%3B+J

anjua,+S.+Y.+(2018).+The+job+demand-control-support+model+and+employee+well-

being:+a+meta-analysis+of+previous+research.+Pakistan+journal+of+psychologi-

cal+research,+203-221.&hl=en&as_sdt=0,5. Accessed: 12 November 2021. 

 

Birolim, M. M., Mesas, A. E., González, A. D., Santos, H. G. D., Haddad, M. D. C. F. 

L., & amp; Andrade, S. M. D. (2019). Job strain among teachers: associations with 

occupational factors according to social support. Ciencia &amp; saude coletiva, 24, 

1255-1264. URL: https://www.scielo.br/j/csc/a/57hTLfPMCfKjGng44XjtYjn/?for-

mat=pdf&lang=en. Accessed: 5 November 2021. 

 

Bloisi, W. (2021). Workplace bullying and negative behaviour in the hospitality 

industry. Special Topics and Particular Occupations, Professions and Sectors, 501-

528. URL: 

https://www.researchgate.net/publication/348215805_Workplace_Bullying_and_Negati

ve_Behaviour_in_the_Hospitality_Industry/stats. Accessed: 17 November 2021. 

 

Bonneville-Roussy, A., Evans, P., Verner-Filion, J., Vallerand, R. J., &amp; Bouffard, 

T.(2017). Motivation and coping with the stress of assessment: Gender differences in 

outcomes for university students. Contemporary educational psychology, 48,28-42. 

URL: https://www-sciencedirect-com.ezproxy.haaga-helia.fi/science/arti-

cle/pii/S0361476X16300376?via%3Dihub. Accessed: 18 November 2021. 

 

Borst, R. T., Kruyen, P. M., &amp; Lako, C. J. (2019). Exploring the job demands–re-

sources model of work engagement in government: Bringing in a psychological per-

spective. Review of Public Personnel Administration, 39(3), 372-397. URL: https://jour-

nals-sagepub-com.ezproxy.haaga-helia.fi/doi/10.1177/0734371X17729870. Accessed: 

13 November 2021. 

https://www.researchgate.net/profile/Santiago-Gascon/publication/319142241_Value_Congruence_Control_Sense_of_Community_and_Demands_as_Determinants_of_Burnout_Syndrome_among_Hospitality_Workers/links/5ab39b0fa6fdcc1bc0c2edfd/Value-Congruence-Control-Sense-of-Community-and-Demands-as-Determinants-of-Burnout-Syndrome-among-Hospitality-Workers.pdf
https://www.researchgate.net/profile/Santiago-Gascon/publication/319142241_Value_Congruence_Control_Sense_of_Community_and_Demands_as_Determinants_of_Burnout_Syndrome_among_Hospitality_Workers/links/5ab39b0fa6fdcc1bc0c2edfd/Value-Congruence-Control-Sense-of-Community-and-Demands-as-Determinants-of-Burnout-Syndrome-among-Hospitality-Workers.pdf
https://www.researchgate.net/profile/Santiago-Gascon/publication/319142241_Value_Congruence_Control_Sense_of_Community_and_Demands_as_Determinants_of_Burnout_Syndrome_among_Hospitality_Workers/links/5ab39b0fa6fdcc1bc0c2edfd/Value-Congruence-Control-Sense-of-Community-and-Demands-as-Determinants-of-Burnout-Syndrome-among-Hospitality-Workers.pdf
https://www.researchgate.net/profile/Santiago-Gascon/publication/319142241_Value_Congruence_Control_Sense_of_Community_and_Demands_as_Determinants_of_Burnout_Syndrome_among_Hospitality_Workers/links/5ab39b0fa6fdcc1bc0c2edfd/Value-Congruence-Control-Sense-of-Community-and-Demands-as-Determinants-of-Burnout-Syndrome-among-Hospitality-Workers.pdf
https://www.researchgate.net/profile/Santiago-Gascon/publication/319142241_Value_Congruence_Control_Sense_of_Community_and_Demands_as_Determinants_of_Burnout_Syndrome_among_Hospitality_Workers/links/5ab39b0fa6fdcc1bc0c2edfd/Value-Congruence-Control-Sense-of-Community-and-Demands-as-Determinants-of-Burnout-Syndrome-among-Hospitality-Workers.pdf
https://scholar.google.com/scholar?as_vis=1&q=Asif,+F.,+Javed,+U.,+%26amp%3B+Janjua,+S.+Y.+(2018).+The+job+demand-control-support+model+and+employee+wellbeing:+a+meta-analysis+of+previous+research.+Pakistan+journal+of+psychological+research,+203-221.&hl=en&as_sdt=0,5
https://scholar.google.com/scholar?as_vis=1&q=Asif,+F.,+Javed,+U.,+%26amp%3B+Janjua,+S.+Y.+(2018).+The+job+demand-control-support+model+and+employee+wellbeing:+a+meta-analysis+of+previous+research.+Pakistan+journal+of+psychological+research,+203-221.&hl=en&as_sdt=0,5
https://scholar.google.com/scholar?as_vis=1&q=Asif,+F.,+Javed,+U.,+%26amp%3B+Janjua,+S.+Y.+(2018).+The+job+demand-control-support+model+and+employee+wellbeing:+a+meta-analysis+of+previous+research.+Pakistan+journal+of+psychological+research,+203-221.&hl=en&as_sdt=0,5
https://scholar.google.com/scholar?as_vis=1&q=Asif,+F.,+Javed,+U.,+%26amp%3B+Janjua,+S.+Y.+(2018).+The+job+demand-control-support+model+and+employee+wellbeing:+a+meta-analysis+of+previous+research.+Pakistan+journal+of+psychological+research,+203-221.&hl=en&as_sdt=0,5
https://www.scielo.br/j/csc/a/57hTLfPMCfKjGng44XjtYjn/?format=pdf&lang=en
https://www.scielo.br/j/csc/a/57hTLfPMCfKjGng44XjtYjn/?format=pdf&lang=en
https://www.researchgate.net/publication/348215805_Workplace_Bullying_and_Negative_Behaviour_in_the_Hospitality_Industry/stats
https://www.researchgate.net/publication/348215805_Workplace_Bullying_and_Negative_Behaviour_in_the_Hospitality_Industry/stats
https://www-sciencedirect-com.ezproxy.haaga-helia.fi/science/article/pii/S0361476X16300376?via%3Dihub
https://www-sciencedirect-com.ezproxy.haaga-helia.fi/science/article/pii/S0361476X16300376?via%3Dihub
https://journals-sagepub-com.ezproxy.haaga-helia.fi/doi/10.1177/0734371X17729870
https://journals-sagepub-com.ezproxy.haaga-helia.fi/doi/10.1177/0734371X17729870


51 

 

 

Bowman, M. A., Cunningham, T. J., Levin-Aspenson, H. F., O’Rear, A. E., Pauszek, J. 

R., Ellickson-Larew, S., ... &amp; Payne, J. D. (2019). Anxious, but not depressive, 

symptoms are associated with poorer prospective memory performance in healthy col-

lege students: Preliminary evidence using the tripartite model of anxiety and depres-

sion. Journal of clinical and experimental neuropsychology, 41(7), 694-703. URL: 

https://samlab.nd.edu/assets/348675/bowman_etal_2019.pdf. Accessed: 4 November 

2021. 

 

Brough, P., Drummond, S., &amp; Biggs, A. (2018). Job support, coping, and control: 

Assessment of simultaneous impacts within the occupational stress process. Journal 

of occupational health psychology, 23(2), 188. 

URL:https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=Brough%2C+P.%2

C+Drummond%2C+S.%2C+%26amp%3B+Biggs%2C+A.+%282018%29.+Job+sup-

port%2C+coping%2C+and+control%3A+Assessment+of+simultaneous+im-

pacts+within+the+occupational+stress+process.+Journal+of+occupa-

tional+health+psychology%2C+23%282%29%2C+188.&btnG=. Accessed: 14 Novem-

ber 2021. 

 

Byrne, J., &amp; Ludington‐Hoe, S. M. (2021). Theory of heat stress management: 

Development and application in the operating room. Journal of Advanced Nurs-

ing, 77(3), 1218-1227. URL: https://www.researchgate.net/profile/Jill-Byrne/publica-

tion/347436587_Theory_of_Heat_Stress_Management_Development_and_Applica-

tion_in_the_Operating_Room/links/6054e503a6fdccbfeaf0bb53/Theory-of-Heat-

Stress-Management-Development-and-Application-in-the-Operating-Room.pdf. Ac-

cessed: 16 October 2021. 

 

Díaz-Carrión, R., Navajas-Romero, V., &amp; Casas-Rosal, J. C. (2020). Comparing 

working conditions and job satisfaction in hospitality workers across Europe. Interna-

tional Journal of Hospitality Management, 90, 102631.URL: 

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7377691/. Accessed: 20 November 

2021. 

 

Dicke, T., Stebner, F., Linninger, C., Kunter, M., &amp; Leutner, D. (2018). A longitudi-

nal study of teachers’ occupational well-being: Applying the job demands-resources 

model. Journal of occupational health psychology, 23(2), 262. URL: 

https://www.researchgate.net/profile/Theresa-

https://samlab.nd.edu/assets/348675/bowman_etal_2019.pdf
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=Brough%2C+P.%2C+Drummond%2C+S.%2C+%26amp%3B+Biggs%2C+A.+%282018%29.+Job+support%2C+coping%2C+and+control%3A+Assessment+of+simultaneous+impacts+within+the+occupational+stress+process.+Journal+of+occupational+health+psychology%2C+23%282%29%2C+188.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=Brough%2C+P.%2C+Drummond%2C+S.%2C+%26amp%3B+Biggs%2C+A.+%282018%29.+Job+support%2C+coping%2C+and+control%3A+Assessment+of+simultaneous+impacts+within+the+occupational+stress+process.+Journal+of+occupational+health+psychology%2C+23%282%29%2C+188.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=Brough%2C+P.%2C+Drummond%2C+S.%2C+%26amp%3B+Biggs%2C+A.+%282018%29.+Job+support%2C+coping%2C+and+control%3A+Assessment+of+simultaneous+impacts+within+the+occupational+stress+process.+Journal+of+occupational+health+psychology%2C+23%282%29%2C+188.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=Brough%2C+P.%2C+Drummond%2C+S.%2C+%26amp%3B+Biggs%2C+A.+%282018%29.+Job+support%2C+coping%2C+and+control%3A+Assessment+of+simultaneous+impacts+within+the+occupational+stress+process.+Journal+of+occupational+health+psychology%2C+23%282%29%2C+188.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=Brough%2C+P.%2C+Drummond%2C+S.%2C+%26amp%3B+Biggs%2C+A.+%282018%29.+Job+support%2C+coping%2C+and+control%3A+Assessment+of+simultaneous+impacts+within+the+occupational+stress+process.+Journal+of+occupational+health+psychology%2C+23%282%29%2C+188.&btnG=
https://www.researchgate.net/profile/Jill-Byrne/publication/347436587_Theory_of_Heat_Stress_Management_Development_and_Application_in_the_Operating_Room/links/6054e503a6fdccbfeaf0bb53/Theory-of-Heat-Stress-Management-Development-and-Application-in-the-Operating-Room.pdf
https://www.researchgate.net/profile/Jill-Byrne/publication/347436587_Theory_of_Heat_Stress_Management_Development_and_Application_in_the_Operating_Room/links/6054e503a6fdccbfeaf0bb53/Theory-of-Heat-Stress-Management-Development-and-Application-in-the-Operating-Room.pdf
https://www.researchgate.net/profile/Jill-Byrne/publication/347436587_Theory_of_Heat_Stress_Management_Development_and_Application_in_the_Operating_Room/links/6054e503a6fdccbfeaf0bb53/Theory-of-Heat-Stress-Management-Development-and-Application-in-the-Operating-Room.pdf
https://www.researchgate.net/profile/Jill-Byrne/publication/347436587_Theory_of_Heat_Stress_Management_Development_and_Application_in_the_Operating_Room/links/6054e503a6fdccbfeaf0bb53/Theory-of-Heat-Stress-Management-Development-and-Application-in-the-Operating-Room.pdf
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7377691/
https://www.researchgate.net/profile/Theresa-Dicke/publication/313284468_A_Longitudinal_Study_of_Teachers'_Occupational_Well-Being_Applying_the_Job_Demands-Resources_Model/links/5896bb6092851c8bb67cba64/A-Longitudinal-Study-of-Teachers-Occupational-Well-Being-Applying-the-Job-Demands-Resources-Model.pdf


52 

 

Dicke/publication/313284468_A_Longitudinal_Study_of_Teachers'_Occupational_Well

-Being_Applying_the_Job_Demands-

Resources_Model/links/5896bb6092851c8bb67cba64/A-Longitudinal-Study-of-

Teachers-Occupational-Well-Being-Applying-the-Job-Demands-Resources-Model.pdf. 

Accessed: 13 November 2021. 

 

Eddy, P., Wertheim, E. H., Hale, M. W., &amp; Wright, B. J. (2018). A systematic re-

view and meta-analysis of the effort-reward imbalance model of workplace stress and 

hypothalamic-pituitary-adrenal axis measures of stress. Psychosomatic medi-

cine, 80(1), 103-113.URL: https://www.sciencedirect.com/science/arti-

cle/abs/pii/S0022399916304202#ks0010. Accessed: 10 November 2021. 

 

Elsenbruch, S., &amp; Enck, P. (2017). The stress concept in gastroenterology: from 

Selye to today. F1000Research, 6. URL: https://www.ncbi.nlm.nih.gov/pmc/arti-

cles/PMC5749130/. Accessed: 16 November 2021. 

 

Etim, J. J., Okoi, N. O., Ndep, A. O., &amp; Ibiang, O. E. (2017). Work-overload and 

work-place stress on hospital staff in Ugep-urban of Yakurr Local Government Area, 

Cross River State, Nigeria. Work, 42. URL: 

https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Etim%2C+J.+

J.%2C+Okoi%2C+N.+O.%2C+Ndep%2C+A.+O.%2C+%26amp%3B+Ibi-

ang%2C+O.+E.+%282017%29.+Work-overload+and+work-place+stress+on+hospi-

tal+staff+in+Ugep-urban+of+Yakurr+Local+Govern-

ment+Area%2C+Cross+River+State%2C+Nigeria.+Work%2C+42.&btnG=. Accessed: 

4 November 2021. 

 

Finstad, G. L., Ariza-Montes, A., Giorgi, G., Lecca, L. I., Arcangeli, G., &amp; Mucci, 

N.(2019). The JDCS model and blue-collar bullying: decent working conditions for a 

healthy environment. International journal of environmental research and public 

health, 16(18),3411. URL: 

https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Fin-

stad%2C+G.+L.%2C+Ariza-Mon-

tes%2C+A.%2C+Giorgi%2C+G.%2C+Lecca%2C+L.+I.%2C+Ar-

cangeli%2C+G.%2C+%26amp%3B+Mucci%2C+N.%282019%29.+The+JDCS+model

+and+blue-collar+bullying%3A+decent+working+conditions+for+a+healthy+environ-

ment.+International+journal+of+environmental+research+and+pub-

lic+health%2C+16%2818%29%2C3411.&btnG=. Accessed: 12 November 2021. 

https://www.researchgate.net/profile/Theresa-Dicke/publication/313284468_A_Longitudinal_Study_of_Teachers'_Occupational_Well-Being_Applying_the_Job_Demands-Resources_Model/links/5896bb6092851c8bb67cba64/A-Longitudinal-Study-of-Teachers-Occupational-Well-Being-Applying-the-Job-Demands-Resources-Model.pdf
https://www.researchgate.net/profile/Theresa-Dicke/publication/313284468_A_Longitudinal_Study_of_Teachers'_Occupational_Well-Being_Applying_the_Job_Demands-Resources_Model/links/5896bb6092851c8bb67cba64/A-Longitudinal-Study-of-Teachers-Occupational-Well-Being-Applying-the-Job-Demands-Resources-Model.pdf
https://www.researchgate.net/profile/Theresa-Dicke/publication/313284468_A_Longitudinal_Study_of_Teachers'_Occupational_Well-Being_Applying_the_Job_Demands-Resources_Model/links/5896bb6092851c8bb67cba64/A-Longitudinal-Study-of-Teachers-Occupational-Well-Being-Applying-the-Job-Demands-Resources-Model.pdf
https://www.researchgate.net/profile/Theresa-Dicke/publication/313284468_A_Longitudinal_Study_of_Teachers'_Occupational_Well-Being_Applying_the_Job_Demands-Resources_Model/links/5896bb6092851c8bb67cba64/A-Longitudinal-Study-of-Teachers-Occupational-Well-Being-Applying-the-Job-Demands-Resources-Model.pdf
https://www.sciencedirect.com/science/article/abs/pii/S0022399916304202#ks0010
https://www.sciencedirect.com/science/article/abs/pii/S0022399916304202#ks0010
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC5749130/
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC5749130/
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Etim%2C+J.+J.%2C+Okoi%2C+N.+O.%2C+Ndep%2C+A.+O.%2C+%26amp%3B+Ibiang%2C+O.+E.+%282017%29.+Work-overload+and+work-place+stress+on+hospital+staff+in+Ugep-urban+of+Yakurr+Local+Government+Area%2C+Cross+River+State%2C+Nigeria.+Work%2C+42.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Etim%2C+J.+J.%2C+Okoi%2C+N.+O.%2C+Ndep%2C+A.+O.%2C+%26amp%3B+Ibiang%2C+O.+E.+%282017%29.+Work-overload+and+work-place+stress+on+hospital+staff+in+Ugep-urban+of+Yakurr+Local+Government+Area%2C+Cross+River+State%2C+Nigeria.+Work%2C+42.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Etim%2C+J.+J.%2C+Okoi%2C+N.+O.%2C+Ndep%2C+A.+O.%2C+%26amp%3B+Ibiang%2C+O.+E.+%282017%29.+Work-overload+and+work-place+stress+on+hospital+staff+in+Ugep-urban+of+Yakurr+Local+Government+Area%2C+Cross+River+State%2C+Nigeria.+Work%2C+42.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Etim%2C+J.+J.%2C+Okoi%2C+N.+O.%2C+Ndep%2C+A.+O.%2C+%26amp%3B+Ibiang%2C+O.+E.+%282017%29.+Work-overload+and+work-place+stress+on+hospital+staff+in+Ugep-urban+of+Yakurr+Local+Government+Area%2C+Cross+River+State%2C+Nigeria.+Work%2C+42.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Etim%2C+J.+J.%2C+Okoi%2C+N.+O.%2C+Ndep%2C+A.+O.%2C+%26amp%3B+Ibiang%2C+O.+E.+%282017%29.+Work-overload+and+work-place+stress+on+hospital+staff+in+Ugep-urban+of+Yakurr+Local+Government+Area%2C+Cross+River+State%2C+Nigeria.+Work%2C+42.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Finstad%2C+G.+L.%2C+Ariza-Montes%2C+A.%2C+Giorgi%2C+G.%2C+Lecca%2C+L.+I.%2C+Arcangeli%2C+G.%2C+%26amp%3B+Mucci%2C+N.%282019%29.+The+JDCS+model+and+blue-collar+bullying%3A+decent+working+conditions+for+a+healthy+environment.+International+journal+of+environmental+research+and+public+health%2C+16%2818%29%2C3411.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Finstad%2C+G.+L.%2C+Ariza-Montes%2C+A.%2C+Giorgi%2C+G.%2C+Lecca%2C+L.+I.%2C+Arcangeli%2C+G.%2C+%26amp%3B+Mucci%2C+N.%282019%29.+The+JDCS+model+and+blue-collar+bullying%3A+decent+working+conditions+for+a+healthy+environment.+International+journal+of+environmental+research+and+public+health%2C+16%2818%29%2C3411.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Finstad%2C+G.+L.%2C+Ariza-Montes%2C+A.%2C+Giorgi%2C+G.%2C+Lecca%2C+L.+I.%2C+Arcangeli%2C+G.%2C+%26amp%3B+Mucci%2C+N.%282019%29.+The+JDCS+model+and+blue-collar+bullying%3A+decent+working+conditions+for+a+healthy+environment.+International+journal+of+environmental+research+and+public+health%2C+16%2818%29%2C3411.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Finstad%2C+G.+L.%2C+Ariza-Montes%2C+A.%2C+Giorgi%2C+G.%2C+Lecca%2C+L.+I.%2C+Arcangeli%2C+G.%2C+%26amp%3B+Mucci%2C+N.%282019%29.+The+JDCS+model+and+blue-collar+bullying%3A+decent+working+conditions+for+a+healthy+environment.+International+journal+of+environmental+research+and+public+health%2C+16%2818%29%2C3411.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Finstad%2C+G.+L.%2C+Ariza-Montes%2C+A.%2C+Giorgi%2C+G.%2C+Lecca%2C+L.+I.%2C+Arcangeli%2C+G.%2C+%26amp%3B+Mucci%2C+N.%282019%29.+The+JDCS+model+and+blue-collar+bullying%3A+decent+working+conditions+for+a+healthy+environment.+International+journal+of+environmental+research+and+public+health%2C+16%2818%29%2C3411.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Finstad%2C+G.+L.%2C+Ariza-Montes%2C+A.%2C+Giorgi%2C+G.%2C+Lecca%2C+L.+I.%2C+Arcangeli%2C+G.%2C+%26amp%3B+Mucci%2C+N.%282019%29.+The+JDCS+model+and+blue-collar+bullying%3A+decent+working+conditions+for+a+healthy+environment.+International+journal+of+environmental+research+and+public+health%2C+16%2818%29%2C3411.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Finstad%2C+G.+L.%2C+Ariza-Montes%2C+A.%2C+Giorgi%2C+G.%2C+Lecca%2C+L.+I.%2C+Arcangeli%2C+G.%2C+%26amp%3B+Mucci%2C+N.%282019%29.+The+JDCS+model+and+blue-collar+bullying%3A+decent+working+conditions+for+a+healthy+environment.+International+journal+of+environmental+research+and+public+health%2C+16%2818%29%2C3411.&btnG=


53 

 

 

García-Cabrera, A. M., Lucia-Casademunt, A. M., Cuéllar-Molina, D., &amp; Padilla-

Angulo,L. (2018). Negative work-family/family-work spillover and well-being across 

Europe in the hospitality industry: The role of perceived supervisor support. Tourism 

management perspectives, 26, 39-48. URL: https://www.sciencedirect.com/science/ar-

ticle/abs/pii/S2211973618300072. Accessed: 18 November 2021. 

 

Goodboy, A. K., Martin, M. M., Knight, J. M., &amp; Long, Z. (2017). Creating the 

boiler room environment: The job demand-control-support model as an explanation for 

workplace bullying. Communication Research, 44(2), 244-262.URL: 

https://d1wqtxts1xzle7.cloudfront.net/51914665/Goodboy_Mar-

tin_Knight_Long_2017_CR-with-cover-page-v2.pdf?Expires=1638224630&Signa-

ture=ghowibl7v7DbXdM5B3TS~dt1RAMAKEpxNm3Nc0-ubZwkcSeFh4gLYPbCR-

A9RNXJbd27HtqxkNfZvhVgmdmYfUvebUA9lIWOr69uzRrHbGdSfb-

hH9JyZYirgQkT0uhkiMqxDHl8i4GMA3e1LBD-

3qEkeWnGFx9wbHrObwS0Ztf1YSnwU3r0pvdpnknHH2XePRP9NyIsbrxQgIg4TRprux

Pti4-BX0bMeD00ZKDN39sKqoeLrG0P92zrMwKx3vln04LZXTHjWNzYMBXwPuier-

SYSFTf2CH5hXCp~WC~CbvCG-

wol4uF~LRJskW9cKeyiRiL~00y0fTQ6ahphXu4xDlw__&Key-Pair-Id=APKAJ-

LOHF5GGSLRBV4ZA. Accessed: 18 November 2021. 

 

Gross, H. P., Thaler, J., &amp; Winter, V. (2019). Integrating public service motivation 

in the job-demands-resources model: An empirical analysis to explain employees’ per-

formance, absenteeism, and presenteeism. International Public Management Jour-

nal, 22(1), 176-206.URL: https://findresearcher.sdu.dk:8443/ws/portalfiles/por-

tal/156437446/Gross_et_al._preprint.pdf. Accessed: 16 November 2021. 

 

Hargrove, M. B., Quick, J. C., Nelson, D. L., &amp; Quick, J. D. (2011). The theory of 

preventive stress management: a 33‐year review and evaluation. Stress and 

Health, 27(3), 182-193. URL: https://www.researchgate.net/profile/M-Hargrove/publica-

tion/230200407_The_Theory_of_Preventive_Stress_Management_A_33-year_Re-

view_and_Evaluation/links/5a0d9d744585153829b30b86/The-Theory-of-Preventive-

Stress-Management-A-33-year-Review-and-Evaluation.pdf. Accessed: 12 November 

2021. 

 

https://www.sciencedirect.com/science/article/abs/pii/S2211973618300072
https://www.sciencedirect.com/science/article/abs/pii/S2211973618300072
https://d1wqtxts1xzle7.cloudfront.net/51914665/Goodboy_Martin_Knight_Long_2017_CR-with-cover-page-v2.pdf?Expires=1638224630&Signature=ghowibl7v7DbXdM5B3TS~dt1RAMAKEpxNm3Nc0-ubZwkcSeFh4gLYPbCR-A9RNXJbd27HtqxkNfZvhVgmdmYfUvebUA9lIWOr69uzRrHbGdSfb-hH9JyZYirgQkT0uhkiMqxDHl8i4GMA3e1LBD-3qEkeWnGFx9wbHrObwS0Ztf1YSnwU3r0pvdpnknHH2XePRP9NyIsbrxQgIg4TRpruxPti4-BX0bMeD00ZKDN39sKqoeLrG0P92zrMwKx3vln04LZXTHjWNzYMBXwPuierSYSFTf2CH5hXCp~WC~CbvCGwol4uF~LRJskW9cKeyiRiL~00y0fTQ6ahphXu4xDlw__&Key-Pair-Id=APKAJLOHF5GGSLRBV4ZA
https://d1wqtxts1xzle7.cloudfront.net/51914665/Goodboy_Martin_Knight_Long_2017_CR-with-cover-page-v2.pdf?Expires=1638224630&Signature=ghowibl7v7DbXdM5B3TS~dt1RAMAKEpxNm3Nc0-ubZwkcSeFh4gLYPbCR-A9RNXJbd27HtqxkNfZvhVgmdmYfUvebUA9lIWOr69uzRrHbGdSfb-hH9JyZYirgQkT0uhkiMqxDHl8i4GMA3e1LBD-3qEkeWnGFx9wbHrObwS0Ztf1YSnwU3r0pvdpnknHH2XePRP9NyIsbrxQgIg4TRpruxPti4-BX0bMeD00ZKDN39sKqoeLrG0P92zrMwKx3vln04LZXTHjWNzYMBXwPuierSYSFTf2CH5hXCp~WC~CbvCGwol4uF~LRJskW9cKeyiRiL~00y0fTQ6ahphXu4xDlw__&Key-Pair-Id=APKAJLOHF5GGSLRBV4ZA
https://d1wqtxts1xzle7.cloudfront.net/51914665/Goodboy_Martin_Knight_Long_2017_CR-with-cover-page-v2.pdf?Expires=1638224630&Signature=ghowibl7v7DbXdM5B3TS~dt1RAMAKEpxNm3Nc0-ubZwkcSeFh4gLYPbCR-A9RNXJbd27HtqxkNfZvhVgmdmYfUvebUA9lIWOr69uzRrHbGdSfb-hH9JyZYirgQkT0uhkiMqxDHl8i4GMA3e1LBD-3qEkeWnGFx9wbHrObwS0Ztf1YSnwU3r0pvdpnknHH2XePRP9NyIsbrxQgIg4TRpruxPti4-BX0bMeD00ZKDN39sKqoeLrG0P92zrMwKx3vln04LZXTHjWNzYMBXwPuierSYSFTf2CH5hXCp~WC~CbvCGwol4uF~LRJskW9cKeyiRiL~00y0fTQ6ahphXu4xDlw__&Key-Pair-Id=APKAJLOHF5GGSLRBV4ZA
https://d1wqtxts1xzle7.cloudfront.net/51914665/Goodboy_Martin_Knight_Long_2017_CR-with-cover-page-v2.pdf?Expires=1638224630&Signature=ghowibl7v7DbXdM5B3TS~dt1RAMAKEpxNm3Nc0-ubZwkcSeFh4gLYPbCR-A9RNXJbd27HtqxkNfZvhVgmdmYfUvebUA9lIWOr69uzRrHbGdSfb-hH9JyZYirgQkT0uhkiMqxDHl8i4GMA3e1LBD-3qEkeWnGFx9wbHrObwS0Ztf1YSnwU3r0pvdpnknHH2XePRP9NyIsbrxQgIg4TRpruxPti4-BX0bMeD00ZKDN39sKqoeLrG0P92zrMwKx3vln04LZXTHjWNzYMBXwPuierSYSFTf2CH5hXCp~WC~CbvCGwol4uF~LRJskW9cKeyiRiL~00y0fTQ6ahphXu4xDlw__&Key-Pair-Id=APKAJLOHF5GGSLRBV4ZA
https://d1wqtxts1xzle7.cloudfront.net/51914665/Goodboy_Martin_Knight_Long_2017_CR-with-cover-page-v2.pdf?Expires=1638224630&Signature=ghowibl7v7DbXdM5B3TS~dt1RAMAKEpxNm3Nc0-ubZwkcSeFh4gLYPbCR-A9RNXJbd27HtqxkNfZvhVgmdmYfUvebUA9lIWOr69uzRrHbGdSfb-hH9JyZYirgQkT0uhkiMqxDHl8i4GMA3e1LBD-3qEkeWnGFx9wbHrObwS0Ztf1YSnwU3r0pvdpnknHH2XePRP9NyIsbrxQgIg4TRpruxPti4-BX0bMeD00ZKDN39sKqoeLrG0P92zrMwKx3vln04LZXTHjWNzYMBXwPuierSYSFTf2CH5hXCp~WC~CbvCGwol4uF~LRJskW9cKeyiRiL~00y0fTQ6ahphXu4xDlw__&Key-Pair-Id=APKAJLOHF5GGSLRBV4ZA
https://d1wqtxts1xzle7.cloudfront.net/51914665/Goodboy_Martin_Knight_Long_2017_CR-with-cover-page-v2.pdf?Expires=1638224630&Signature=ghowibl7v7DbXdM5B3TS~dt1RAMAKEpxNm3Nc0-ubZwkcSeFh4gLYPbCR-A9RNXJbd27HtqxkNfZvhVgmdmYfUvebUA9lIWOr69uzRrHbGdSfb-hH9JyZYirgQkT0uhkiMqxDHl8i4GMA3e1LBD-3qEkeWnGFx9wbHrObwS0Ztf1YSnwU3r0pvdpnknHH2XePRP9NyIsbrxQgIg4TRpruxPti4-BX0bMeD00ZKDN39sKqoeLrG0P92zrMwKx3vln04LZXTHjWNzYMBXwPuierSYSFTf2CH5hXCp~WC~CbvCGwol4uF~LRJskW9cKeyiRiL~00y0fTQ6ahphXu4xDlw__&Key-Pair-Id=APKAJLOHF5GGSLRBV4ZA
https://d1wqtxts1xzle7.cloudfront.net/51914665/Goodboy_Martin_Knight_Long_2017_CR-with-cover-page-v2.pdf?Expires=1638224630&Signature=ghowibl7v7DbXdM5B3TS~dt1RAMAKEpxNm3Nc0-ubZwkcSeFh4gLYPbCR-A9RNXJbd27HtqxkNfZvhVgmdmYfUvebUA9lIWOr69uzRrHbGdSfb-hH9JyZYirgQkT0uhkiMqxDHl8i4GMA3e1LBD-3qEkeWnGFx9wbHrObwS0Ztf1YSnwU3r0pvdpnknHH2XePRP9NyIsbrxQgIg4TRpruxPti4-BX0bMeD00ZKDN39sKqoeLrG0P92zrMwKx3vln04LZXTHjWNzYMBXwPuierSYSFTf2CH5hXCp~WC~CbvCGwol4uF~LRJskW9cKeyiRiL~00y0fTQ6ahphXu4xDlw__&Key-Pair-Id=APKAJLOHF5GGSLRBV4ZA
https://d1wqtxts1xzle7.cloudfront.net/51914665/Goodboy_Martin_Knight_Long_2017_CR-with-cover-page-v2.pdf?Expires=1638224630&Signature=ghowibl7v7DbXdM5B3TS~dt1RAMAKEpxNm3Nc0-ubZwkcSeFh4gLYPbCR-A9RNXJbd27HtqxkNfZvhVgmdmYfUvebUA9lIWOr69uzRrHbGdSfb-hH9JyZYirgQkT0uhkiMqxDHl8i4GMA3e1LBD-3qEkeWnGFx9wbHrObwS0Ztf1YSnwU3r0pvdpnknHH2XePRP9NyIsbrxQgIg4TRpruxPti4-BX0bMeD00ZKDN39sKqoeLrG0P92zrMwKx3vln04LZXTHjWNzYMBXwPuierSYSFTf2CH5hXCp~WC~CbvCGwol4uF~LRJskW9cKeyiRiL~00y0fTQ6ahphXu4xDlw__&Key-Pair-Id=APKAJLOHF5GGSLRBV4ZA
https://d1wqtxts1xzle7.cloudfront.net/51914665/Goodboy_Martin_Knight_Long_2017_CR-with-cover-page-v2.pdf?Expires=1638224630&Signature=ghowibl7v7DbXdM5B3TS~dt1RAMAKEpxNm3Nc0-ubZwkcSeFh4gLYPbCR-A9RNXJbd27HtqxkNfZvhVgmdmYfUvebUA9lIWOr69uzRrHbGdSfb-hH9JyZYirgQkT0uhkiMqxDHl8i4GMA3e1LBD-3qEkeWnGFx9wbHrObwS0Ztf1YSnwU3r0pvdpnknHH2XePRP9NyIsbrxQgIg4TRpruxPti4-BX0bMeD00ZKDN39sKqoeLrG0P92zrMwKx3vln04LZXTHjWNzYMBXwPuierSYSFTf2CH5hXCp~WC~CbvCGwol4uF~LRJskW9cKeyiRiL~00y0fTQ6ahphXu4xDlw__&Key-Pair-Id=APKAJLOHF5GGSLRBV4ZA
https://d1wqtxts1xzle7.cloudfront.net/51914665/Goodboy_Martin_Knight_Long_2017_CR-with-cover-page-v2.pdf?Expires=1638224630&Signature=ghowibl7v7DbXdM5B3TS~dt1RAMAKEpxNm3Nc0-ubZwkcSeFh4gLYPbCR-A9RNXJbd27HtqxkNfZvhVgmdmYfUvebUA9lIWOr69uzRrHbGdSfb-hH9JyZYirgQkT0uhkiMqxDHl8i4GMA3e1LBD-3qEkeWnGFx9wbHrObwS0Ztf1YSnwU3r0pvdpnknHH2XePRP9NyIsbrxQgIg4TRpruxPti4-BX0bMeD00ZKDN39sKqoeLrG0P92zrMwKx3vln04LZXTHjWNzYMBXwPuierSYSFTf2CH5hXCp~WC~CbvCGwol4uF~LRJskW9cKeyiRiL~00y0fTQ6ahphXu4xDlw__&Key-Pair-Id=APKAJLOHF5GGSLRBV4ZA
https://findresearcher.sdu.dk:8443/ws/portalfiles/portal/156437446/Gross_et_al._preprint.pdf
https://findresearcher.sdu.dk:8443/ws/portalfiles/portal/156437446/Gross_et_al._preprint.pdf
https://www.researchgate.net/profile/M-Hargrove/publication/230200407_The_Theory_of_Preventive_Stress_Management_A_33-year_Review_and_Evaluation/links/5a0d9d744585153829b30b86/The-Theory-of-Preventive-Stress-Management-A-33-year-Review-and-Evaluation.pdf
https://www.researchgate.net/profile/M-Hargrove/publication/230200407_The_Theory_of_Preventive_Stress_Management_A_33-year_Review_and_Evaluation/links/5a0d9d744585153829b30b86/The-Theory-of-Preventive-Stress-Management-A-33-year-Review-and-Evaluation.pdf
https://www.researchgate.net/profile/M-Hargrove/publication/230200407_The_Theory_of_Preventive_Stress_Management_A_33-year_Review_and_Evaluation/links/5a0d9d744585153829b30b86/The-Theory-of-Preventive-Stress-Management-A-33-year-Review-and-Evaluation.pdf
https://www.researchgate.net/profile/M-Hargrove/publication/230200407_The_Theory_of_Preventive_Stress_Management_A_33-year_Review_and_Evaluation/links/5a0d9d744585153829b30b86/The-Theory-of-Preventive-Stress-Management-A-33-year-Review-and-Evaluation.pdf


54 

 

Heinrichs, K., Angerer, P., Li, J., Loerbroks, A., Weigl, M., &amp; Müller, A. (2020). 

Changes in the association between job decision latitude and work engagement at dif-

ferent levels of work experience: A 10-year longitudinal study. Work&amp;Stress, 34(2), 

111-126. URL: https://www.tandfonline.com/doi/abs/10.1080/02678373.2019.1577310. 

Accessed: 4 November 2021. 

 

Herr, R. M., Barrech, A., Riedel, N., Gündel, H., Angerer, P., &amp; Li, J. (2018). 

Long-term effectiveness of stress management at work: Effects of the changes in 

perceived stress reactivity on mental health and sleep problems seven years 

later. International journal of environmental research and public health, 15(2), 

255.URL: 

https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Herr%2C+R.+

M.%2C+Barrech%2C+A.%2C+Riedel%2C+N.%2C+G%C3%BCndel%2C+H.%2C+An-

gerer%2C+P.%2C+%26amp%3B+Li%2C+J.+%282018%29.+Long-term+effective-

ness+of+stress+management+at+work%3A+Effects+of+the+changes+in+per-

ceived+stress+reactivity+on+mental+health+and+sleep+prob-

lems+seven+years+later.+International+journal+of+environmental+re-

search+and+public+health%2C+15%282%29%2C+255.&btnG=. Accessed: 1 Novem-

ber 2021. 

 

Ilić Petković, A., &amp; Nikolić, V. (2020). Educational needs of employees in work-re-

lated stress management. Work, 65(3), 661-669. URL: https://content.iospress.com/ar-

ticles/work/wor203120. Accessed: 6 November 2021. 

 

Jessiman-Perreault, G., Smith, P. M., &amp; Gignac, M. A. (2021). Why Are Work-

place Social Support Programs Not Improving the Mental Health of Canadian 

Correctional Officers? An Examination of the Theoretical Concepts Underpinning Sup-

port. International Journal of Environmental Research and Public Health, 18(5), 

2665.URL: 

https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Jessiman-

Perreault%2C+G.%2C+Smith%2C+P.+M.%2C+%26amp%3B+Gi-

gnac%2C+M.+A.+%282021%29.+Why+Are+Workplace+Social+Support+Pro-

grams+Not+Improving+the+Mental+Health+of+Canadian+Correctional+Offic-

ers%3F+An+Examination+of+the+Theoretical+Concepts+Underpinning+Sup-port.+In-

ternational+Journal+of+Environmental+Research+and+Pub-

lic+Health%2C+18%285%29%2C+2665.&btnG=. Accessed: 17 November 2021. 

 

https://www.tandfonline.com/doi/abs/10.1080/02678373.2019.1577310
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Herr%2C+R.+M.%2C+Barrech%2C+A.%2C+Riedel%2C+N.%2C+G%C3%BCndel%2C+H.%2C+Angerer%2C+P.%2C+%26amp%3B+Li%2C+J.+%282018%29.+Long-term+effectiveness+of+stress+management+at+work%3A+Effects+of+the+changes+in+perceived+stress+reactivity+on+mental+health+and+sleep+problems+seven+years+later.+International+journal+of+environmental+research+and+public+health%2C+15%282%29%2C+255.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Herr%2C+R.+M.%2C+Barrech%2C+A.%2C+Riedel%2C+N.%2C+G%C3%BCndel%2C+H.%2C+Angerer%2C+P.%2C+%26amp%3B+Li%2C+J.+%282018%29.+Long-term+effectiveness+of+stress+management+at+work%3A+Effects+of+the+changes+in+perceived+stress+reactivity+on+mental+health+and+sleep+problems+seven+years+later.+International+journal+of+environmental+research+and+public+health%2C+15%282%29%2C+255.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Herr%2C+R.+M.%2C+Barrech%2C+A.%2C+Riedel%2C+N.%2C+G%C3%BCndel%2C+H.%2C+Angerer%2C+P.%2C+%26amp%3B+Li%2C+J.+%282018%29.+Long-term+effectiveness+of+stress+management+at+work%3A+Effects+of+the+changes+in+perceived+stress+reactivity+on+mental+health+and+sleep+problems+seven+years+later.+International+journal+of+environmental+research+and+public+health%2C+15%282%29%2C+255.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Herr%2C+R.+M.%2C+Barrech%2C+A.%2C+Riedel%2C+N.%2C+G%C3%BCndel%2C+H.%2C+Angerer%2C+P.%2C+%26amp%3B+Li%2C+J.+%282018%29.+Long-term+effectiveness+of+stress+management+at+work%3A+Effects+of+the+changes+in+perceived+stress+reactivity+on+mental+health+and+sleep+problems+seven+years+later.+International+journal+of+environmental+research+and+public+health%2C+15%282%29%2C+255.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Herr%2C+R.+M.%2C+Barrech%2C+A.%2C+Riedel%2C+N.%2C+G%C3%BCndel%2C+H.%2C+Angerer%2C+P.%2C+%26amp%3B+Li%2C+J.+%282018%29.+Long-term+effectiveness+of+stress+management+at+work%3A+Effects+of+the+changes+in+perceived+stress+reactivity+on+mental+health+and+sleep+problems+seven+years+later.+International+journal+of+environmental+research+and+public+health%2C+15%282%29%2C+255.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Herr%2C+R.+M.%2C+Barrech%2C+A.%2C+Riedel%2C+N.%2C+G%C3%BCndel%2C+H.%2C+Angerer%2C+P.%2C+%26amp%3B+Li%2C+J.+%282018%29.+Long-term+effectiveness+of+stress+management+at+work%3A+Effects+of+the+changes+in+perceived+stress+reactivity+on+mental+health+and+sleep+problems+seven+years+later.+International+journal+of+environmental+research+and+public+health%2C+15%282%29%2C+255.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Herr%2C+R.+M.%2C+Barrech%2C+A.%2C+Riedel%2C+N.%2C+G%C3%BCndel%2C+H.%2C+Angerer%2C+P.%2C+%26amp%3B+Li%2C+J.+%282018%29.+Long-term+effectiveness+of+stress+management+at+work%3A+Effects+of+the+changes+in+perceived+stress+reactivity+on+mental+health+and+sleep+problems+seven+years+later.+International+journal+of+environmental+research+and+public+health%2C+15%282%29%2C+255.&btnG=
https://content.iospress.com/articles/work/wor203120
https://content.iospress.com/articles/work/wor203120
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Jessiman-Perreault%2C+G.%2C+Smith%2C+P.+M.%2C+%26amp%3B+Gignac%2C+M.+A.+%282021%29.+Why+Are+Workplace+Social+Support+Programs+Not+Improving+the+Mental+Health+of+Canadian+Correctional+Officers%3F+An+Examination+of+the+Theoretical+Concepts+Underpinning+Sup-port.+International+Journal+of+Environmental+Research+and+Public+Health%2C+18%285%29%2C+2665.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Jessiman-Perreault%2C+G.%2C+Smith%2C+P.+M.%2C+%26amp%3B+Gignac%2C+M.+A.+%282021%29.+Why+Are+Workplace+Social+Support+Programs+Not+Improving+the+Mental+Health+of+Canadian+Correctional+Officers%3F+An+Examination+of+the+Theoretical+Concepts+Underpinning+Sup-port.+International+Journal+of+Environmental+Research+and+Public+Health%2C+18%285%29%2C+2665.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Jessiman-Perreault%2C+G.%2C+Smith%2C+P.+M.%2C+%26amp%3B+Gignac%2C+M.+A.+%282021%29.+Why+Are+Workplace+Social+Support+Programs+Not+Improving+the+Mental+Health+of+Canadian+Correctional+Officers%3F+An+Examination+of+the+Theoretical+Concepts+Underpinning+Sup-port.+International+Journal+of+Environmental+Research+and+Public+Health%2C+18%285%29%2C+2665.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Jessiman-Perreault%2C+G.%2C+Smith%2C+P.+M.%2C+%26amp%3B+Gignac%2C+M.+A.+%282021%29.+Why+Are+Workplace+Social+Support+Programs+Not+Improving+the+Mental+Health+of+Canadian+Correctional+Officers%3F+An+Examination+of+the+Theoretical+Concepts+Underpinning+Sup-port.+International+Journal+of+Environmental+Research+and+Public+Health%2C+18%285%29%2C+2665.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Jessiman-Perreault%2C+G.%2C+Smith%2C+P.+M.%2C+%26amp%3B+Gignac%2C+M.+A.+%282021%29.+Why+Are+Workplace+Social+Support+Programs+Not+Improving+the+Mental+Health+of+Canadian+Correctional+Officers%3F+An+Examination+of+the+Theoretical+Concepts+Underpinning+Sup-port.+International+Journal+of+Environmental+Research+and+Public+Health%2C+18%285%29%2C+2665.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Jessiman-Perreault%2C+G.%2C+Smith%2C+P.+M.%2C+%26amp%3B+Gignac%2C+M.+A.+%282021%29.+Why+Are+Workplace+Social+Support+Programs+Not+Improving+the+Mental+Health+of+Canadian+Correctional+Officers%3F+An+Examination+of+the+Theoretical+Concepts+Underpinning+Sup-port.+International+Journal+of+Environmental+Research+and+Public+Health%2C+18%285%29%2C+2665.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Jessiman-Perreault%2C+G.%2C+Smith%2C+P.+M.%2C+%26amp%3B+Gignac%2C+M.+A.+%282021%29.+Why+Are+Workplace+Social+Support+Programs+Not+Improving+the+Mental+Health+of+Canadian+Correctional+Officers%3F+An+Examination+of+the+Theoretical+Concepts+Underpinning+Sup-port.+International+Journal+of+Environmental+Research+and+Public+Health%2C+18%285%29%2C+2665.&btnG=


55 

 

 

Jonker-Hoffrén, P. (2019). Finland: goodbye centralised bargaining? The emergence 

of a new industrial bargaining regime. Collective bargaining in Europe: towards an 

endgame, 1, 197-216. URL: https://www.etui.org/sites/default/files/Collective%20Bar-

gaining%20Vol%20I%20final%20web%20version.pdf#page=223.Accessed: 6 Novem-

ber 2021. 

 

Khan, K. I., Niazi, A., Nasir, A., Hussain, M., &amp; Khan, M. I. (2021). The Effect of 

COVID-19 on the Hospitality Industry: The Implication for Open Innovation. Journal of 

Open Innovation: Technology, Market, and Complexity, 7(1), 30. URL: 

https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Khan%2C+K.

+I.%2C+Niazi%2C+A.%2C+Na-

sir%2C+A.%2C+Hussain%2C+M.%2C+%26amp%3B+Khan%2C+M.+I.+%282021%2

9.+The+Effect+of+COVID-19+on+the+Hospitality+Industry%3A+The+Implica-

tion+for+Open+Innovation.+Journal+of+Open+Innovation%3A+Technology%2C+Mar-

ket%2C+and+Complexity%2C+7%281%29%2C+30.&btnG=. Accessed: 4 November 

2021. 

 

Kiely, J. (2018). Periodization theory: confronting an inconvenient truth. Sports 

Medicine, 48(4), 753-764. URL: https://link.springer.com/article/10.1007/s40279-017-

0823-y. Accessed: 11 November 2021. 

 

Kong, H., Jiang, X., Chan, W., &amp; Zhou, X. (2018). Job satisfaction research in the 

field of hospitality and tourism. International journal of contemporary hospitality man-

agement.URL: https://www.emerald.com/insight/content/doi/10.1108/IJCHM-09-2016-

0525/full/html?fullSc=1. Accessed: 13 November 2021. 

 

Kunz, C. (2019). The influence of working conditions on health satisfaction, physical 

and mental health: testing the effort-reward imbalance (ERI) model and its 

moderation with over-commitment using a representative sample of German 

employees (GSOEP). BMC public health, 19(1), 1-11. URL: 

https://bmcpublichealth.biomedcentral.com/articles/10.1186/s12889-019-7187-1. Ac-

cessed: 14 November 2021. 

 

Lee, A., Kim, H., Faulkner, M., Gerstenblatt, P., &amp; Travis, D. J. (2019, February). 

Work engagement among child-care providers: An application of the jobdemands–re-

sources model. In Child &amp; Youth Care Forum Springer US. (Vol. 48, No. 1, pp. 

https://www.etui.org/sites/default/files/Collective%20Bargaining%20Vol%20I%20final%20web%20version.pdf#page=223.Accessed
https://www.etui.org/sites/default/files/Collective%20Bargaining%20Vol%20I%20final%20web%20version.pdf#page=223.Accessed
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Khan%2C+K.+I.%2C+Niazi%2C+A.%2C+Nasir%2C+A.%2C+Hussain%2C+M.%2C+%26amp%3B+Khan%2C+M.+I.+%282021%29.+The+Effect+of+COVID-19+on+the+Hospitality+Industry%3A+The+Implication+for+Open+Innovation.+Journal+of+Open+Innovation%3A+Technology%2C+Market%2C+and+Complexity%2C+7%281%29%2C+30.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Khan%2C+K.+I.%2C+Niazi%2C+A.%2C+Nasir%2C+A.%2C+Hussain%2C+M.%2C+%26amp%3B+Khan%2C+M.+I.+%282021%29.+The+Effect+of+COVID-19+on+the+Hospitality+Industry%3A+The+Implication+for+Open+Innovation.+Journal+of+Open+Innovation%3A+Technology%2C+Market%2C+and+Complexity%2C+7%281%29%2C+30.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Khan%2C+K.+I.%2C+Niazi%2C+A.%2C+Nasir%2C+A.%2C+Hussain%2C+M.%2C+%26amp%3B+Khan%2C+M.+I.+%282021%29.+The+Effect+of+COVID-19+on+the+Hospitality+Industry%3A+The+Implication+for+Open+Innovation.+Journal+of+Open+Innovation%3A+Technology%2C+Market%2C+and+Complexity%2C+7%281%29%2C+30.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Khan%2C+K.+I.%2C+Niazi%2C+A.%2C+Nasir%2C+A.%2C+Hussain%2C+M.%2C+%26amp%3B+Khan%2C+M.+I.+%282021%29.+The+Effect+of+COVID-19+on+the+Hospitality+Industry%3A+The+Implication+for+Open+Innovation.+Journal+of+Open+Innovation%3A+Technology%2C+Market%2C+and+Complexity%2C+7%281%29%2C+30.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Khan%2C+K.+I.%2C+Niazi%2C+A.%2C+Nasir%2C+A.%2C+Hussain%2C+M.%2C+%26amp%3B+Khan%2C+M.+I.+%282021%29.+The+Effect+of+COVID-19+on+the+Hospitality+Industry%3A+The+Implication+for+Open+Innovation.+Journal+of+Open+Innovation%3A+Technology%2C+Market%2C+and+Complexity%2C+7%281%29%2C+30.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Khan%2C+K.+I.%2C+Niazi%2C+A.%2C+Nasir%2C+A.%2C+Hussain%2C+M.%2C+%26amp%3B+Khan%2C+M.+I.+%282021%29.+The+Effect+of+COVID-19+on+the+Hospitality+Industry%3A+The+Implication+for+Open+Innovation.+Journal+of+Open+Innovation%3A+Technology%2C+Market%2C+and+Complexity%2C+7%281%29%2C+30.&btnG=
https://link.springer.com/article/10.1007/s40279-017-0823-y
https://link.springer.com/article/10.1007/s40279-017-0823-y
https://www.emerald.com/insight/content/doi/10.1108/IJCHM-09-2016-0525/full/html?fullSc=1
https://www.emerald.com/insight/content/doi/10.1108/IJCHM-09-2016-0525/full/html?fullSc=1
https://bmcpublichealth.biomedcentral.com/articles/10.1186/s12889-019-7187-1


56 

 

77-91). URL: https://link.springer.com/article/10.1007/s10566-018-9473-y. Accessed: 

13 November 2021. 

 

Lentferink, A., Noordzij, M. L., Burgler, A., Klaassen, R., Derks, Y., Oldenhuis, H., 

&amp; van Gemert-Pijnen, L. (2021). On the receptivity of employees to just-in-time 

self-tracking and eCoaching for stress management: a mixed-methods 

approach. Behaviour &amp; Information Technology, 1-27. URL: 

https://www.tandfonline.com/doi/pdf/10.1080/0144929X.2021.1876764. Accessed: 13 

November 2021. 

 

Lesener, T., Gusy, B., &amp; Wolter, C. (2019). The job demands-resources model: A 

meta- analytic review of longitudinal studies. Work &amp; Stress, 33(1), 76-103. URL: 

http://pdf.xuebalib.com:1262/4muxv8EYHxKs.pdf. Accessed: 14 November 2021. 

 

Li, F., Chen, T., &amp; Lai, X. (2018). How does a reward for creativity program bene-

fit or frustrate employee creative performance? The perspective of transactional model 

of stress and coping. Group &amp; Organization Management, 43(1), 138- 175. URL: 

https://journals.sagepub.com/doi/full/10.1177/1059601116688612. Accessed: 13 No-

vember 2021. 

 

Li, J., Leineweber, C., Nyberg, A., &amp; Siegrist, J. (2019). Cost, gain, and health: 

theoretical clarification and psychometric validation of a work stress model with data 

from two national studies. Journal of occupational and environmental medicine, 61(11), 

898-904. 

URL:https://jounals.lww.com/joem/Astract/2019/11000/Cost,_Gain,_and_Health__The-

oretical_Clarification.5.aspx. Accessed: 15 November 2021. 

 

Lu, S., Wei, F., &amp; Li, G. (2021). The evolution of the concept of stress and the 

framework of the stress system. Cell Stress, 5(6), 76. URL: 

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC8166217/. Accessed: 10 November 

2021. 

 

Mäkiniemi, J. P., Oksanen, A., & amp; Mäkikangas, A. (2021). Loneliness and well-being 

during the COVID-19 pandemic: the moderating roles of personal, social and organiza-

tional resources on perceived stress and exhaustion among Finnish university employ-

ees. International Journal of Environmental Research and Public Health, 18(13), 

https://link.springer.com/article/10.1007/s10566-018-9473-y
https://www.tandfonline.com/doi/pdf/10.1080/0144929X.2021.1876764
http://pdf.xuebalib.com:1262/4muxv8EYHxKs.pdf
https://journals.sagepub.com/doi/full/10.1177/1059601116688612
https://jounals.lww.com/joem/Astract/2019/11000/Cost,_Gain,_and_Health__Theoretical_Clarification.5.aspx
https://jounals.lww.com/joem/Astract/2019/11000/Cost,_Gain,_and_Health__Theoretical_Clarification.5.aspx
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC8166217/


57 

 

7146.URL: https://www.mdpi.com/1660-4601/18/13/7146/htm. Accessed: 18 Octo-

ber,2021. 

 

Matthews, T. A. (2020). A Moderating Effect of Social Support between Job Strain and 

Depressed Affect: A Cross-Sectional Study among Employees in the United 

States. University of California, Los Angeles. URL: 

https://escholarship.org/content/qt38n34320/qt38n34320.pdf. Accessed: 10 November 

2021. 

 

Naderiadib Alpler, N., Arasli, H., &amp; Doh, W. L. (2021). The Moderating Role of 

Employability in the Hospitality Industry: Undesired Job Outcomes. SAGEOpen, 11(1), 

2158244021994504. URL: https://jour-

nals.sagepub.com/doi/pdf/10.1177/2158244021994504. Accessed: 8 November 2021. 

 

Navajas-Romero, V., Caridad y López del Río, L., &amp; Ceular-Villamandos, N. 

(2020). Analysis of wellbeing in nongovernmental organizations’ workplace in a 

developed area context. International Journal of Environmental Research and Public 

Health, 17(16), 5818. URL: 

https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Navajas-

Romero%2C+V.%2C+Caridad+y+L%C3%B3pez+del+R%C3%ADo%2C+L.%2C+%26

amp%3B+Ceular-

Villamandos%2C+N.+%282020%29.+Analysis+of+wellbeing+in+nongovernmental+or

ganizations%E2%80%99+workplace+in+a+developed+area+context.+International+Jo

urnal+of+Environmental+Research+and+Public+Health%2C+17%2816%29%2C+581

8.&btnG=. Accessed: 6 November 2021. 

 

Nisar, Q. A., Haider, S., Ali, F., Naz, S., &amp; Ryu, K. (2021). Depletion of psycholog-

ical, financial, and social resources in the hospitality sector during the pandemic. Inter-

national Journal of Hospitality Management, 93, 102794. URL: 

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7833097/. Accessed: 7 November 

2021. 

 

Ogunyemi, A. O., Babalola, S. O., &amp; Akanbi, S. O. (2019). Job Demands and Men-

tal Strain Relationship: The Moderating Effect of Perceived Organizational Support on 

the Mediating Role of Job Decision Latitude among Nigerian Immigration Offiers. KIU 

Journal of Social Sciences, 5(3), 141-150. URL: https://www.ijhumas.com/ojs/in-

dex.php/kiujoss/article/view/584. Accessed: 7 November 2021. 

https://www.mdpi.com/1660-4601/18/13/7146/htm
https://escholarship.org/content/qt38n34320/qt38n34320.pdf
https://journals.sagepub.com/doi/pdf/10.1177/2158244021994504
https://journals.sagepub.com/doi/pdf/10.1177/2158244021994504
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Navajas-Romero%2C+V.%2C+Caridad+y+L%C3%B3pez+del+R%C3%ADo%2C+L.%2C+%26amp%3B+Ceular-Villamandos%2C+N.+%282020%29.+Analysis+of+wellbeing+in+nongovernmental+organizations%E2%80%99+workplace+in+a+developed+area+context.+International+Journal+of+Environmental+Research+and+Public+Health%2C+17%2816%29%2C+5818.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Navajas-Romero%2C+V.%2C+Caridad+y+L%C3%B3pez+del+R%C3%ADo%2C+L.%2C+%26amp%3B+Ceular-Villamandos%2C+N.+%282020%29.+Analysis+of+wellbeing+in+nongovernmental+organizations%E2%80%99+workplace+in+a+developed+area+context.+International+Journal+of+Environmental+Research+and+Public+Health%2C+17%2816%29%2C+5818.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Navajas-Romero%2C+V.%2C+Caridad+y+L%C3%B3pez+del+R%C3%ADo%2C+L.%2C+%26amp%3B+Ceular-Villamandos%2C+N.+%282020%29.+Analysis+of+wellbeing+in+nongovernmental+organizations%E2%80%99+workplace+in+a+developed+area+context.+International+Journal+of+Environmental+Research+and+Public+Health%2C+17%2816%29%2C+5818.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Navajas-Romero%2C+V.%2C+Caridad+y+L%C3%B3pez+del+R%C3%ADo%2C+L.%2C+%26amp%3B+Ceular-Villamandos%2C+N.+%282020%29.+Analysis+of+wellbeing+in+nongovernmental+organizations%E2%80%99+workplace+in+a+developed+area+context.+International+Journal+of+Environmental+Research+and+Public+Health%2C+17%2816%29%2C+5818.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Navajas-Romero%2C+V.%2C+Caridad+y+L%C3%B3pez+del+R%C3%ADo%2C+L.%2C+%26amp%3B+Ceular-Villamandos%2C+N.+%282020%29.+Analysis+of+wellbeing+in+nongovernmental+organizations%E2%80%99+workplace+in+a+developed+area+context.+International+Journal+of+Environmental+Research+and+Public+Health%2C+17%2816%29%2C+5818.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Navajas-Romero%2C+V.%2C+Caridad+y+L%C3%B3pez+del+R%C3%ADo%2C+L.%2C+%26amp%3B+Ceular-Villamandos%2C+N.+%282020%29.+Analysis+of+wellbeing+in+nongovernmental+organizations%E2%80%99+workplace+in+a+developed+area+context.+International+Journal+of+Environmental+Research+and+Public+Health%2C+17%2816%29%2C+5818.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Navajas-Romero%2C+V.%2C+Caridad+y+L%C3%B3pez+del+R%C3%ADo%2C+L.%2C+%26amp%3B+Ceular-Villamandos%2C+N.+%282020%29.+Analysis+of+wellbeing+in+nongovernmental+organizations%E2%80%99+workplace+in+a+developed+area+context.+International+Journal+of+Environmental+Research+and+Public+Health%2C+17%2816%29%2C+5818.&btnG=
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7833097/
https://www.ijhumas.com/ojs/index.php/kiujoss/article/view/584
https://www.ijhumas.com/ojs/index.php/kiujoss/article/view/584


58 

 

 

Rana, A., Gulati, R., &amp; Wadhwa, V. (2019). Stress among students: An emerging 

issue. Integrated Journal of Social Sciences, 6(2), 44-48. URL: 

http://www.pubs.iscience.in/journal/index.php/ijss/article/viewFile/891/578. Accessed: 9 

November 2021. 

 

Ranjit, G., &amp; Akhil, M. (2021). A Study on Work Stress Management among Em-

ployees In a Spinning Mill in Kerala. Asian Journal of Sociological Research, 81-

87.URL: https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Ran-

jit%2C+G.%2C+%26amp%3B+Akhil%2C+M.+%282021%29.+A+Study+on+Work+Str

ess+Management+among+Em-ployees+In+a+Spinning+Mill+in+Kerala.+Asian+Jour-

nal+of+Sociological+Research%2C+81-87.&btnG=.Accessed: 6 November 2021. 

 

Savolainen, I., Oksa, R., Savela, N., Celuch, M., &amp; Oksanen, A. (2021). Covid-19 

anxiety—a longitudinal survey study of psychological and situational risks among Finn-

ish workers. International journal of environmental research and public health, 18(2), 

794.URL: 

https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Savo-

lainen%2C+I.%2C+Oksa%2C+R.%2C+Savela%2C+N.%2C+Celuch%2C+M.%2C+%2

6amp%3B+Oksanen%2C+A.+%282021%29.+Covid-19+anxiety%E2%80%94a+longi-

tudinal+survey+study+of+psychological+and+situational+risks+among+Finn-ish+work-

ers.+International+journal+of+environmental+research+and+pub-

lic+health%2C+18%282%29%2C+794.&btnG=.Accessed: 8 November 2021. 

 

Shah, N. H., Nazir, N., Syed, M. A., Shaheen, M. N. K., &amp; Nabi, G. (2020). Corre-

lation of Stress and Coping Strategies with Achievement Motivation of University Stu-

dents. Multicultural Education, 6(5). URL: http://ijdri.com/me/wp-content/up-

loads/2020/07/38.pdf. Accessed: 8 November 2021. 

 

Silvennoinen, K., Nisonen, S., &amp; Pietiläinen, O. (2019). Food waste case study and 

monitoring developing in Finnish food services. Waste Management, 97, 97-104.URL: 

https://projects.luke.fi/ravintolafoorumi/wp-content/uploads/sites/4/2019/09/Silven-

noinen_WM_2019.pdf. Accessed: 5 November 2021. 

 

Soomro, S. A., Gadehi, A. A., Xu, X. H., &amp; Shaikh, S. A. (2021). Job stress and 

burnout among employees working in terrorist-ridden areas. Frontiers in psychology, 12, 

http://www.pubs.iscience.in/journal/index.php/ijss/article/viewFile/891/578
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Ranjit%2C+G.%2C+%26amp%3B+Akhil%2C+M.+%282021%29.+A+Study+on+Work+Stress+Management+among+Em-ployees+In+a+Spinning+Mill+in+Kerala.+Asian+Journal+of+Sociological+Research%2C+81-87.&btnG=.Accessed
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Ranjit%2C+G.%2C+%26amp%3B+Akhil%2C+M.+%282021%29.+A+Study+on+Work+Stress+Management+among+Em-ployees+In+a+Spinning+Mill+in+Kerala.+Asian+Journal+of+Sociological+Research%2C+81-87.&btnG=.Accessed
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Ranjit%2C+G.%2C+%26amp%3B+Akhil%2C+M.+%282021%29.+A+Study+on+Work+Stress+Management+among+Em-ployees+In+a+Spinning+Mill+in+Kerala.+Asian+Journal+of+Sociological+Research%2C+81-87.&btnG=.Accessed
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Ranjit%2C+G.%2C+%26amp%3B+Akhil%2C+M.+%282021%29.+A+Study+on+Work+Stress+Management+among+Em-ployees+In+a+Spinning+Mill+in+Kerala.+Asian+Journal+of+Sociological+Research%2C+81-87.&btnG=.Accessed
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Savolainen%2C+I.%2C+Oksa%2C+R.%2C+Savela%2C+N.%2C+Celuch%2C+M.%2C+%26amp%3B+Oksanen%2C+A.+%282021%29.+Covid-19+anxiety%E2%80%94a+longitudinal+survey+study+of+psychological+and+situational+risks+among+Finn-ish+workers.+International+journal+of+environmental+research+and+public+health%2C+18%282%29%2C+794.&btnG=.Accessed
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Savolainen%2C+I.%2C+Oksa%2C+R.%2C+Savela%2C+N.%2C+Celuch%2C+M.%2C+%26amp%3B+Oksanen%2C+A.+%282021%29.+Covid-19+anxiety%E2%80%94a+longitudinal+survey+study+of+psychological+and+situational+risks+among+Finn-ish+workers.+International+journal+of+environmental+research+and+public+health%2C+18%282%29%2C+794.&btnG=.Accessed
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Savolainen%2C+I.%2C+Oksa%2C+R.%2C+Savela%2C+N.%2C+Celuch%2C+M.%2C+%26amp%3B+Oksanen%2C+A.+%282021%29.+Covid-19+anxiety%E2%80%94a+longitudinal+survey+study+of+psychological+and+situational+risks+among+Finn-ish+workers.+International+journal+of+environmental+research+and+public+health%2C+18%282%29%2C+794.&btnG=.Accessed
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Savolainen%2C+I.%2C+Oksa%2C+R.%2C+Savela%2C+N.%2C+Celuch%2C+M.%2C+%26amp%3B+Oksanen%2C+A.+%282021%29.+Covid-19+anxiety%E2%80%94a+longitudinal+survey+study+of+psychological+and+situational+risks+among+Finn-ish+workers.+International+journal+of+environmental+research+and+public+health%2C+18%282%29%2C+794.&btnG=.Accessed
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Savolainen%2C+I.%2C+Oksa%2C+R.%2C+Savela%2C+N.%2C+Celuch%2C+M.%2C+%26amp%3B+Oksanen%2C+A.+%282021%29.+Covid-19+anxiety%E2%80%94a+longitudinal+survey+study+of+psychological+and+situational+risks+among+Finn-ish+workers.+International+journal+of+environmental+research+and+public+health%2C+18%282%29%2C+794.&btnG=.Accessed
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Savolainen%2C+I.%2C+Oksa%2C+R.%2C+Savela%2C+N.%2C+Celuch%2C+M.%2C+%26amp%3B+Oksanen%2C+A.+%282021%29.+Covid-19+anxiety%E2%80%94a+longitudinal+survey+study+of+psychological+and+situational+risks+among+Finn-ish+workers.+International+journal+of+environmental+research+and+public+health%2C+18%282%29%2C+794.&btnG=.Accessed
http://ijdri.com/me/wp-content/uploads/2020/07/38.pdf
http://ijdri.com/me/wp-content/uploads/2020/07/38.pdf
https://projects.luke.fi/ravintolafoorumi/wp-content/uploads/sites/4/2019/09/Silvennoinen_WM_2019.pdf
https://projects.luke.fi/ravintolafoorumi/wp-content/uploads/sites/4/2019/09/Silvennoinen_WM_2019.pdf


59 

 

1620.URL: https://www.frontiersin.org/articles/10.3389/fpsyg.2021.667488/full. Ac-

cessed: 6 November 2021. 

 

Szabo, S., Yoshida, M., Filakovszky, J., &amp; Juhasz, G. (2017). “Stress” is 80 years 

old: From Hans Selye original paper in 1936 to recent advances in GI ulceration. Current 

pharmaceutical design, 23(27), 4029-4041.URL: https://escholarship.org/con-

tent/qt441957nq/qt441957nq.pdf. Accessed: 11 November 2021. 

 

Tang, K. H. D. (2020). A Review of psychosocial models for the development of 

musculoskeletal disorders and common psychosocial instruments. Archives of 

Current Research International, 9-19. URL: 

https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Tang%2C+K.

+H.+D.+%282020%29.+A+Review+of+psychosocial+models+for+the+development+of

+musculoskeletal+disorders+and+common+psychosocial+instruments.+Archives+of+

Current+Research+International%2C+9-19.&btnG=. Accessed: 6 November 2021. 

 

Tao, C., Miller, P. A., &amp; Gao, J. Springer, Cham. (2018). Coping with parents’ work 

migration in China: The stress and adjustment of children who got left-behind. In Assist-

ing Young Children Caught in Disasters (pp. 57-69). URL: https://www.re-

searchgate.net/profile/Chun-Tao/publication/320593877_Coping_with_Par-

ents'_Work_Migration_in_China_The_Stress_and_Adjustment_of_Chil-

dren_Who_Got_Left-Behind/links/5acaed4c0f7e9bcd5198b713/Coping-with-Parents-

Work-Migration-in-China-The-Stress-and-Adjustment-of-Children-Who-Got-Left-Be-

hind.pdf. Accessed: 16 November 2021. 

 

Useche, S. A., Alonso, F., Cendales, B., Montoro, L., &amp; Llamazares, J. (2021). 

Measuring job stress in transportation workers: psychometric properties, convergent 

validity and reliability of the ERI and JCQ among professional drivers. BMC Public 

Health, 21(1), 1-19. URL: https://bmcpublichealth.biomedcentral.com/arti-

cles/10.1186/s12889-021-11575-1. Accessed: 14 November 2021. 

 

Vassos, M., Nankervis, K., Skerry, T., &amp; Lante, K. (2019). Can the job demand-

control- (support) model predict disability support worker burnout and work engage-

ment? Journal of intellectual &amp; developmental disability, 44(2), 139- 149. URL: 

https://core.ac.uk/download/pdf/86633643.pdf. Accessed: 11 November 2021. 

 

https://www.frontiersin.org/articles/10.3389/fpsyg.2021.667488/full
https://escholarship.org/content/qt441957nq/qt441957nq.pdf
https://escholarship.org/content/qt441957nq/qt441957nq.pdf
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Tang%2C+K.+H.+D.+%282020%29.+A+Review+of+psychosocial+models+for+the+development+of+musculoskeletal+disorders+and+common+psychosocial+instruments.+Archives+of+Current+Research+International%2C+9-19.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Tang%2C+K.+H.+D.+%282020%29.+A+Review+of+psychosocial+models+for+the+development+of+musculoskeletal+disorders+and+common+psychosocial+instruments.+Archives+of+Current+Research+International%2C+9-19.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Tang%2C+K.+H.+D.+%282020%29.+A+Review+of+psychosocial+models+for+the+development+of+musculoskeletal+disorders+and+common+psychosocial+instruments.+Archives+of+Current+Research+International%2C+9-19.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Tang%2C+K.+H.+D.+%282020%29.+A+Review+of+psychosocial+models+for+the+development+of+musculoskeletal+disorders+and+common+psychosocial+instruments.+Archives+of+Current+Research+International%2C+9-19.&btnG=
https://www.researchgate.net/profile/Chun-Tao/publication/320593877_Coping_with_Parents'_Work_Migration_in_China_The_Stress_and_Adjustment_of_Children_Who_Got_Left-Behind/links/5acaed4c0f7e9bcd5198b713/Coping-with-Parents-Work-Migration-in-China-The-Stress-and-Adjustment-of-Children-Who-Got-Left-Behind.pdf
https://www.researchgate.net/profile/Chun-Tao/publication/320593877_Coping_with_Parents'_Work_Migration_in_China_The_Stress_and_Adjustment_of_Children_Who_Got_Left-Behind/links/5acaed4c0f7e9bcd5198b713/Coping-with-Parents-Work-Migration-in-China-The-Stress-and-Adjustment-of-Children-Who-Got-Left-Behind.pdf
https://www.researchgate.net/profile/Chun-Tao/publication/320593877_Coping_with_Parents'_Work_Migration_in_China_The_Stress_and_Adjustment_of_Children_Who_Got_Left-Behind/links/5acaed4c0f7e9bcd5198b713/Coping-with-Parents-Work-Migration-in-China-The-Stress-and-Adjustment-of-Children-Who-Got-Left-Behind.pdf
https://www.researchgate.net/profile/Chun-Tao/publication/320593877_Coping_with_Parents'_Work_Migration_in_China_The_Stress_and_Adjustment_of_Children_Who_Got_Left-Behind/links/5acaed4c0f7e9bcd5198b713/Coping-with-Parents-Work-Migration-in-China-The-Stress-and-Adjustment-of-Children-Who-Got-Left-Behind.pdf
https://www.researchgate.net/profile/Chun-Tao/publication/320593877_Coping_with_Parents'_Work_Migration_in_China_The_Stress_and_Adjustment_of_Children_Who_Got_Left-Behind/links/5acaed4c0f7e9bcd5198b713/Coping-with-Parents-Work-Migration-in-China-The-Stress-and-Adjustment-of-Children-Who-Got-Left-Behind.pdf
https://www.researchgate.net/profile/Chun-Tao/publication/320593877_Coping_with_Parents'_Work_Migration_in_China_The_Stress_and_Adjustment_of_Children_Who_Got_Left-Behind/links/5acaed4c0f7e9bcd5198b713/Coping-with-Parents-Work-Migration-in-China-The-Stress-and-Adjustment-of-Children-Who-Got-Left-Behind.pdf
https://bmcpublichealth.biomedcentral.com/articles/10.1186/s12889-021-11575-1
https://bmcpublichealth.biomedcentral.com/articles/10.1186/s12889-021-11575-1
https://core.ac.uk/download/pdf/86633643.pdf


60 

 

Vincze, J., &amp; Vincze-Tiszay, G. (2020). Some biophysical aspects of the stress. In-

tern. J. Recent Innovat. Med. Clin. Research, 2(1), 37-43. URL: 

https://ijrimcr.com/docs/2020/volume2/issue1/IJRIMCR-05.pdf. Accessed: 11 Novem-

ber 2021. 

 

Vui-Yee, K., &amp; Yen-Hwa, T. (2020). When does ostracism lead to turnover inten-

tion? The moderated mediation model of job stress and job autonomy. IIMB Manage-

ment Review, 32(3), 238-248. URL: https://www.sciencedirect.com/science/arti-

cle/pii/S0970389617302392. Accessed: 18 November 2021. 

 

Wang, C. J., &amp; Tseng, K. J. (2019). Effects of selected positive resources on hos-

pitality service quality: The mediating role of work engagement. Sustainability, 11(8), 

2320. URL: 

https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Wang%2C+C

.+J.%2C+%26amp%3B+Tseng%2C+K.+J.+%282019%29.+Effects+of+selected+posi-

tive+resources+on+hos-pitality+service+quality%3A+The+mediat-

ing+role+of+work+engagement.+Sustainability%2C+11%288%29%2C+2320.&btnG=. 

Accessed: 7 November 2021. 

 

Yle News, 2021( 27.08. 2021). Hesburger employees criticise "intolerable" working con-
ditions as union urges action. URL:https://yle.fi/news/3-12076285 . Accessed: 4 Novem-
ber 2021. 
 

 

Yumatov, E. A. (2020). Emotional Stress: The Dialectics of Nature. Neuroscience and 

Medicine, 11(1), 20-28. URL: https://www.scirp.org/journal/paperinformation.aspx?pa-

perid=98655. Accessed: 10 November 2021. 

 

Zhang, Y., Shi, S., Guo, S., Chen, X., &amp; Piao, Z. (2021). Audience management, 

online turbulence and lurking in social networking services: A transactional process of 

stress perspective. International Journal of Information Management, 56, 102233. URL: 

https://e-tarjome.com/storage/panel/fileuploads/2021-02-14/1613285728_E15251.pdf. 

Accessed: 7 November 2021. 

 

 

https://ijrimcr.com/docs/2020/volume2/issue1/IJRIMCR-05.pdf
https://www.sciencedirect.com/science/article/pii/S0970389617302392
https://www.sciencedirect.com/science/article/pii/S0970389617302392
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Wang%2C+C.+J.%2C+%26amp%3B+Tseng%2C+K.+J.+%282019%29.+Effects+of+selected+positive+resources+on+hos-pitality+service+quality%3A+The+mediating+role+of+work+engagement.+Sustainability%2C+11%288%29%2C+2320.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Wang%2C+C.+J.%2C+%26amp%3B+Tseng%2C+K.+J.+%282019%29.+Effects+of+selected+positive+resources+on+hos-pitality+service+quality%3A+The+mediating+role+of+work+engagement.+Sustainability%2C+11%288%29%2C+2320.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Wang%2C+C.+J.%2C+%26amp%3B+Tseng%2C+K.+J.+%282019%29.+Effects+of+selected+positive+resources+on+hos-pitality+service+quality%3A+The+mediating+role+of+work+engagement.+Sustainability%2C+11%288%29%2C+2320.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&as_vis=1&q=Wang%2C+C.+J.%2C+%26amp%3B+Tseng%2C+K.+J.+%282019%29.+Effects+of+selected+positive+resources+on+hos-pitality+service+quality%3A+The+mediating+role+of+work+engagement.+Sustainability%2C+11%288%29%2C+2320.&btnG=
https://www.scirp.org/journal/paperinformation.aspx?paperid=98655
https://www.scirp.org/journal/paperinformation.aspx?paperid=98655
https://e-tarjome.com/storage/panel/fileuploads/2021-02-14/1613285728_E15251.pdf


61 

 

9 Appendices, 

Interview Questionnaire: 

• Age? 

• Gender? 

• Working Company in Category; 1. Food, Beverage & Restaurant, 2. Hotel, Mo-
tel & Services. 3. Others 

• Work Contract type; 1. Fulltime. 2. Part-time. 3. Open Contract. 4. For the time 
being 

• How Often Do You Feel stress at work? 

• Do you think that the stress management is associated with the performance 
productivity at work? 

• How do you manage your stress at workplace? 

• Do the managers have a great role to minimize the stress level on general em-
ployees? 

• Because of the stress at workplace, employees think to switch the workplace or 
work type often? 

• Organizations should have a strong focus on employees about the stress man-
agement & balanced work life? 

• How will you describe your work-life balance? 

• Employees should often consult with the colleagues about their work stress 
and how it can be handled? 

• Does a good workplace with zero stress level motivates employees for the bet-
ter work? 

• What do you do to minimize your work stress? 

• How would you like to mark your job satisfaction regarding the stress level at 
work? 

• In your company do you have any employee well-being consultation so that 
employee can have a better work life? 

• What do you suggest companies to do to make a stress-free healthy work envi-
ronment? 

• Further suggestions? 
 

Appendix 1. Figure 1 

 
Appendix 2. Figure 2 



62 

 

 
 
 
 
 
 
 
 
 
 
Appendix 3. Figure 3 

 
Appendix 4. Figure 4 

 

 
Appendix 5. Figure 5 
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Appendix 6. Figure 6 
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Appendix 8. Figure 8 

 
Appendix 9. Figure 9 

 
Appendix 10. Figure 10 

 
Appendix 11. Figure 11 
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Appendix 12. Figure 12 

 
Appendix 13. Figure 13 

 
Appendix 14. Figure 14 
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Appendix 15. Figure 15 

 
Appendix 16. Figure 16 
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Appendix 18. Figure 18 
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