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ABSTRACT 
Organizational stress has become one of the growing concerns in the current complex 
and competitive working environment. Recurring workplace demands, expectations, and 
stress create high levels of burnout and anxiety along with a number of health ailments. 
Long-term stress results in severe fatigue and decreased work performance, migraines, 
heart diseases, and poor sleep, respectively, the wellbeing of employees. Thus, the 
current paper aims to describe the various indicators and consequences of workplace 
stress and its threats to employees and organizations. The research indicates the demand 
for multipronged stress management approaches at the personal and Workplace levels. 
Stress is alleviated by such practices as drinking adequate water, doing some physical 
exercises, and consulting a counselor. On the other hand, Employee Assistance Programs 
(EAPs) and workplace mental health services provide all the support and equipment that 
will enable the employees to deal with stress within the Workplace, thus improving the 
health of workers in that organization. It also looks at the issue of what policies the 
organization has on managing stress, prevention of stress, and encouraging a mental 
health-friendly corporate culture through stress management and offering mental health 
support programs. Employers can initiate well-defined mental health strategies, leading 
to increased job satisfaction, high production, and reduced staff turnover rates. 
Moreover, Mental health helpline numbers and counseling services like NIMHANS, Sneha, 
and Fortis stress helpline finalized in India are valuable to support stressed employees, 
resulting in the necessity of mental health-related services. The idea of the self-
actualization of the worker is not only a measure of a better life but also of, the better 
work of the organization. Employers who take employees' mental health and wellbeing 
seriously have a higher chance of keeping their best workers, creating higher levels of 
productivity and culture. This paper, therefore, calls for effort to adopt practice and policy 
changes in responding to workplace stress better through focused prevention, social 
support, and increased nationwide public awareness. 
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1. INTRODUCTION 
Workplace stress is one of the most common issues in modern workplaces since millions worldwide suffer from 

stress in the Workplace. Stress regulation has become a critical organizational and personal necessity precisely due to 
the fast work rhythm, technological occurrences, and increased competition. Whereas stress in reasonable amounts may 
help improve performance, stress that remains chronic is a serious threat to a person's psychological and physical well-
being. The chronically stressed employee's actual susceptibility includes anxiety, depression, burnout, and fatal 
conditions such as cardiovascular diseases and hypertension. (Bakker & Demerouti, 2017) 

As it will be demonstrated, stress is detrimental not only to the well-being of individuals but also to organizational 
effectiveness. Emerging signs of tiredness in the Workplace are reflected by low productivity, poor morale, and frequent 
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offs, all of which decrease the profitability of the business and enhance the relationships between the employees. Also, 
stress that is not adequately addressed destroys interpersonal relationships in the workplace, causing poor coordination, 
cross-communication, and staff demotivation. (Beehr & Newman, 2009) 

Workplace stress, therefore, needs to be tackled at two levels: individual and system. At the personal level, possible 
coping mechanisms include water intake, being focused, practicing breathing and exercises, and taking short walks. 
Foremost, satisfied and content employees are in a good standing to handle pressure and are focused on being 
emotionally stable. However, it reveals that individual efforts are insufficient.Thus, employers must establish organized 
support networks. (Bliese, Edwards, & Sonnentag, 2017) 

Employees go through their organizations in cases of stress with Employee Assistance Programs (EAPs), mental 
health hotlines, and workshops. Organizations like NIMHANS and Mpower include programs focusing on mental health 
and easy access to counseling. According to these sources, businesses are in a position to design effective and efficient 
supportive work environments that can enhance working support. (Bond & Bunce, 2003) 

Returning to the topic of the present work, it is necessary to state that stress management is the main focus of a 
preventive-rehabilitative nature. It assesses the adequacy of tactical approaches in organizations and different 
administrations, leading to stress reduction and enhanced personnel health status. The study seeks to (a) identify 
endeavor-able strategies for enhancing work-life balance and employee performance that result in organizational 
stability and future growth. (Cooper & Cartwright, 2009) 

Finally, the research will reaffirm that companies must treat stress management as an asset expense instead of a 
business expense. By doing so, companies are in a position to not only protect the health of their employees from the 
dangers caused by unhealthy foods but also achieve long-term business profitability and establishment in this rapidly 
growing field of competition. (Danna & riffin, 2009) 

 
2. OBJECTIVE OF PAPERS 

1) To explore the consequences of Psychological stress in the Workplace on health and employee 
performance. 

This objective concerns studying how workplace stress affects the Somatomotor, Affective, and Cognitive-
Operational Patterns and their immediate impact on human performance, satisfaction, and productivity in organizations. 

2) Regarding Its Uses In Assessing Organizational Strategies For Stress Reduction 
Such performance measurement and evaluation encompasses the field testing and assessment of specific Workplace 

policies, such as maps, time management interventions, and mental health interventions, as well as their compatibility 
or capability to address stress among employees. 

3) To Propose Integrated Strategies for the Management of Workplace Stress 
This means generating practical strategies for employers and employees to adopt and address the imbalance of work 

and personal lives, improve communication, and utilize technology to effectively manage stress in organizations' work 
cultures. 

 
Understanding Stress: Definitions and Perspectives 
Stress has entered the list of priorities in today's world, actively mentioned by friends and families, doctors, and 

sources of information. Some refer to it as a state of frustration, anxiety, or even a pathological condition characterized 
by a pathological disturbance of mind and body caused by endogenous factors as well as exogenous. Stress may be 
beneficial (eustress) or unfavorable (distress) in terms of the favorable effect of stress on an individual's well-being. 
Different authors have defined stress in various ways to give insight into the aspect. Arnold (1960) defined stress as any 
condition that brings about any form of interference with normal functioning, stressing its effects on the physiologic as 
well as psychological levels. To Selye (1974), stress is the unspecific response of the body to any form of demand, thus 
asking the question, is the body's general alarm-like response to them constitutional or acquired? Beehr and Newman 
(1978) are concerned with stress, which results from the relationships between people and their jobs, causing them to 
deviate from their standard performance. They all point out that the fact that stress has been defined in various ways 
suggests that stress is a complex experience that depends on several factors, such as context and perception. (Ganster, 
2009) 
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In recent National Association of Mental Health research, stress and pressure are differentiated. Stress is defined as 
pressure as an individual perceived sense of tension or activation potentially evoked by stimulating stressors. Whereas 
pressure can be positive since it may, sometimes, prompt people to work harder, it becomes stressful when it is beyond 
an individual's tolerance level. The shift from pressure to stress can be again a disastrous factor that may lead to 
problems related to mental and physical health. Stress is detrimental not only to one's self but also to colleagues or 
friends and family, as well as work or personal output. (Griffiths & Cox, 2009) 

Some occupations, by essential nature, tasks, and hazards, are predisposed to causing higher stress levels. For 
example, a fire-fighter or a soldier, who is at risk of getting killed, a pilot or even a police officer who works in conditions 
that require a high level of accuracy and fast decision-making ability. According to recent research, firefighters are the 
most stressful job, with a stress score of 71.59, superseded only by militaries with a score of 70.78. Other occupations 
with stress levels above average are airplane pilots, police, actors, broadcasters, event organizers, and journalists, with 
a stress level of 48-60. These jobs mostly entail inconvenience shifts, strenuous activities, exposure to the public, and 
high demand for performance. Thus, those in these careers are most prone to stress-related diseases and burnout. The 
following table highlights the most stressful jobs based on stress scores: 

Sr. No. Job Title Stress Score 

1 Fire-fighter 71.59 

2 Military personnel 70.78 

3 Military general 63.11 

4 Airplane pilot 60.46 

5 Police officer 50.82 

6 Actor 50.33 

7 Broadcaster 50.30 

8 Event coordinator 49.33 

9 Photojournalist 49.22 

10 Newspaper reporter 48.76 

 
Stress is an everyday ordeal that permeates people's lives at individual and working level. Though pressure can be 

considered a positive force in people's motivation, stress is hazardous to human health. Stressful jobs emphasize the 
importance of healthy ways of dealing with stressors and such organizational support for employees. Stress, stressors, 
and their impacts must be effectively known by students and working individuals in today's complex and competitive 
environment to gain control of stress while aiming for balance and optimal performance in today's stressed-filled world. 
(Hackman & Oldham, 2009) 

Causes of Stress at the Workplace 
Work-related stress can be categorized in terms of its internal or external causes. It includes factors that develop 

within a person, and these include asserting from one's mind, attitude, or feelings towards the occurrence of an event. 
Such causes usually arise from personal fears, lack of confidence, and poor self-esteem due to previous failures. Although 
there is no actual act of danger in these circumstances, some people experience threat and, therefore, stress. Stress 
caused by employees' actions may thus bring about heightened thoughts, lower efficiency, and emotional depletion to 
the extent that employees cannot concentrate on their work.(Akerstedt & Gillberg, 2009) 

While internal causes are drawn from illness models, personality characteristics, and attitudes, external causes are 
derived from organizational factors, working environment, and management practices. External causes consist of job 
insecurity, which may result from fears of possible layoffs or poor performance appraisal that makes an employee's 
future employment uncertain, bringing about chronic strain and low morale. The working timetable is disrupted working 
long hours and around the clock disrupts working schedules, causing fatigue and burnout. Another point may relate to 
powerlessness at the workplace. When employees can control most of the events, they cannot affect decisions or 
deadlines, leaving them powerless and stressed. Also, the managerial work relationships and the extent of autonomy of 
the subordinates: here, the power distance is high, and employees experience low personal discretion and high 
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observation. Such conditions reduce creativity and increase dissatisfaction, leading to stress in the Workplace. (Schaufeli 
& Bakker, 2007) 

Another cause contributing to the development of stress is workload inequalities. Overload includes situations in 
which employees are confronted with too much work quickly, resulting from exhaustion and anxiety. On the other hand, 
underload will imply that employees are provided little or no work to do, which results in boredom, low motivation, and 
self-employers doubt. This aspect escalates stress since additional behavior changes are needed to fit into roles that are 
inversely synonymous with one's personality. For instance, employees in the customer relations department may be 
supposed to be civil to the clients, regardless of the circumstances in which they find themselves.This creates stress. To 
counter these stressors, organizations need to foster healthier organizational climates reflecting favorable working 
policies and conditions, responsible management, and stress-coping practices that will provide an environment that 
enhances the well-being of subordinates and the overall productivity of the organization. (Spector & Jex, 2006) 

Top Causes of Work-Related Stress: A Global Perspective 
Stress at work has become more apparent worldwide and has adverse effects on productivity, the well-being of 

workers, and overall satisfaction in their careers. Towers Watson's Global Benefit Attitudes Survey covered 22,347 global 
workers, including 7,094 from Asia Pacific and 2,006 from India. The kinds of stress inducers also differ from region to 
region. The following information describes the significant sources of stress in employees of India, Asia Pacific, the United 
States, and EMEA (Europe, Middle East, and Africa).The table below outlines the primary causes of work-related stress 
and their prevalence in different regions: 

Stress Factor India Asia 
Pacific 

United 
States 

EMEA 

Unclear or conflicting job expectations 40% 29% 36% 33% 

Inadequate staffing (lack of support, uneven workload or 
performance in group) 

38% 41% 52% 49% 

Lack of work/life balance (excessive workloads and/or 
extended hours) 

38% 32% 24% 28% 

Organizational culture (lack of teamwork, accountability 
issues) 

32% 31% 33% 31% 

Low pay (or low increases in pay) 29% 37% 38% 28% 

Technologies that expand availability during nonworking 
hours 

27% 16% 8% 9% 

Lack of supervisor support and feedback 26% 23% 23% 22% 

Lack of technology, equipment, and tools to do the job 18% 18% 13% 15% 

Fears about job loss, too much change 16% 16% 20% 22% 

Fears about benefit reduction/loss (healthcare/retirement) 12% 16% 11% 7% 

 
The top pressures among employees in India are uncertainty of workplace expectations (40 %), too few staff 

members (38 %), and work-life imbalance (38 %). Employees in India experience role stress due to role ambiguity and 
a lack of resources, which makes them stressed and dissatisfied.In Asia Pacific, they reveal the most stressful conditions, 
such as insufficient staffing – 41%, low wages – 37% and work and life disharmony – 32%. Some adverse organizational 
consequences minority include, Poor financial position and long working hours – indicators of economic pressure in the 
region. (Lazarus, 2005) 

In the U.S., the major cause of staff burnout, which is 52%, is staff dissatisfaction with the support systems and 
resources available. Further, low wages (38%) and unclear workplace goals and objectives (36%) trigger stress, clearly 
indicating that organizations lack proper and structured policies and poor employee commitment strategies.In each 
EMEA, stress is realized through inadequate staffing (49%), job insecurity (22%), and work/ life balance (28%). Job 
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insecurity and long working hours are unpleasant realities in organizations, therefore, there is a need for stability and 
resources. (Hobfoll, 2016) 

Unequal staffing emerges as the leading stressor worldwide as a result of poor resource allocation and lack of 
support. Although work/life challenges and low wages are always on the list of causes, regional disparities reflect the 
specificity of cultures and financial systems. These stressors must be managed through more effective organization 
planning, work flexibility, and/or mental health organization and support to understand how the general paradigm of 
employee amenity and utility might best be improved. (Cooper & Dewe, 2007) 

How to Measure Stress? 
Stress assessment entails defining and calculating the arising and familiar responses of the body to the event and 

other demanding situations. Such responses that can impinge on the ability to think and move are examined 
psychologically, physiologically, and through autonomic activities. Each is valuable in showing how stress can be 
experienced or expressed, and mechanisms used to assess the extent and roots of stress are available.Self-report 
measures of stress are concerned with evaluating stress based on feelings as well as thought patterns. Stimuli that one 
individual perceives as stressful vary from another person depending on psychological characteristics and ways to deal 
with pressure spots. In assessing such reactions, there is a likelihood that the researchers and clinicians use standardized 
questionnaires. These tools require a person to describe how they feel, what they do, and even what they think when 
stressed. Through the available answers, measurements expressed in psychology help to understand the personal 
perception of stress. This is useful for assessing the stressful condition as it can point out feelings of stress, such as 
anxiety, frustration, and irritability, and behaviors, such as avoidance or overacting. Questionnaire surveys are part of 
daily practice in clinical work or organizational settings to determine how stress may affect human health and 
productivity. (Bakker & Demerouti, 2009) 

Conversely, physiological activity is founded on scanning the body’s response to stress. When an individual is 
exposed to stress, the endocrine system brain – hypothalamus–pituitary–adrenal axis (HPA) is stimulated. This results 
to the produced stress hormones, including Cortisol as well as Catecholamines. These hormones are central in the 
preparation of the body to respond to stress but act also as indicators of the intensity of stress that an individual is likely 
to undergo. Increased levels in serum, blood, urine, or plasma are measurable when affected by these hormones. For 
instance, high cortisol indicates chronic stress and possible effects on health. The measures which are biochemical let 
the researcher quantify how the body responds to stress and help the most in identifying the effects of chronic stress on 
such lines as cardiovascular, immune and nervous. (Zohar, 2004) 

A biomarkers assess shifts in physiological activity and increased enzyme concentrations resulting from stress. For 
example, stress results in high blood pressure that go against the regular pulse rate of 120/80, meaning that physically 
one is under pressure. Likewise, the vagal tone, a parasympathetic index of heart rate at rest and sleep, may be disrupted 
under stress. Another valuable stress biomarker is saliva alpha-amylase – an enzyme that occurs in saliva. The levels 
climb during physical or mental stress due to increased levels of catecholamines. Furthermore, while salivary cortisol 
acts as an index of the untied cortisol in the body, which is used to estimate how stress impacts various cognitive 
processes such as memory, learning and mood regulation. The mentioned indicators combined with autonomic 
measurements give insight of how stress disturbs physiological homeostasis.In aggregate, these are the psychological, 
physiological, and Autonomic methods of stress. Whereas the psychological measures consider the affective-cognitive 
aspect of stress, the physiological and autonomic measurements offer concrete quantitative parameters concerning the 
physical reactions. By merging the existing approaches, investigators and practitioners are able to adopt a multiple-
perspective view on how stress influences different people, which will lead to stress management and intervention. 
Appreciation and quantification of stress are important in advocating for mental health, increasing the status of 
tolerance, and generally seeking well-being. (Warr, 2005) 

The Performance Curve of Employees: Explanation 
The performance curve of the employees has been depicted to be an inverted ‘U’ kind of shape, meaning that 

different levels of pressure or stress affect performance in various ways. This model also focuses on the fact that low and 
high stress levels have similar effects on performance, while only the optimal stress level has a positive effect on it. 
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Of course, there is low pressure on employees on the left side of the curve. During this stage, they may consequently 
experience feelings of low utilization, lack of challenge, and boredom. Often, with a lack of stimulation or motivation, the 
performance standard does not improve because employees do not feel compelled to produce better results. This stage 
is often characterized by disengagement and dissatisfaction in organizations hence producing poor performance.When 
pressure rises to considerable levels, the workers reach for that place of enhanced performance, otherwise referred to 
as the zone of optimal stress marked on the curve. At this stage they are ready, willing and able to work hard towards 
the set objectives. From the analysis, it can be concluded that the tasks they face are largely maintainable, and their 
assistance delivers their potential. This is known as the Area of Best Performance, which means that those employees 
feel that they are capable of providing their best and are focused in their duties. This zone encourages innovation, 
effectiveness and performance and thus is the preferred state for everyone- natural and business. (Van der Doef & Maes, 
2016) 

Nonetheless, stress that rises beyond this level moves employees to the high-stress area represented by the right 
side of the curve. Here, stress feels deeper, affecting one’s mental and physical state, which manifests in anxiety, 
unhappiness, and burnout. On the negative side, performance drops sharply when workers are overwhelmed with 
pressure and workload. Here, morale decreases, cooperation reduces, probability of high absenteeism and turnover 
promotion. (Taris & Schaufeli, 2015) 

Key Takeaways: 
Low Pressure: Results in laziness, withdrawal, and consequently ineffective work. 
Optimal Stress: The optimum situation where a firm’s employees are inspired and engaged with stimulating work 

that should yield maximum output. 
High Stress: Consequences in anxiety, fatigue, and reduced output because of shot deadlines. 
This curve underlines the necessity to select the right level of stress that must be present on the Workplace. The 

management and organizations are responsible for seeking that optimal level of demand to stimulate employees and 
give them the tools they need to avoid over-burdening them and potentially damaging their health in the long run. By 
doing so organizations can guarantee that their employees can be effective, happy and fulfilled within their positions. 
(Sparks, Faragher, & Cooper, 2003) 

 
3. COMPREHENSIVE IMPACTS OF WORKPLACE STRESS 

Stress, a part of life cycle, always plays a roller behaviourally and psychologically and even physiologically in human 
life. Human beings are believed to be the most intelligent organisms on this planet and are also defenseless to the 
pressures built by society including workplaces. Stress in the Workplace has not only worrying consequences for 
workers' health but also has much higher costs for organizations, such as increased sick days, decreased productivity, 
and high staff turnover rates.When the body encounters a stressful situation, it undergoes three distinct phases to 
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combat stress: The first one is the abnormal stage, the second is the alarming stage, the third one is the resistance stage, 
and the final stage, all referred to as the exhaustion stage. In the alarming stage, the readiness for fight or flight is signaled 
by increased blood pressure, dilation of blood vessels, and increased breathing. Energy is built up in preparation for an 
immediate retaliation. At this stage, the body tries to reduce the impact of a stressor on itself using its tolerance level 
that has been developed in the course of the resistance stage. However, if the stress is prolonged, the body enters the 
exhaustion phase, and it is unable to handle stress effectively, the adaptation is weaker, and various stress symptoms 
arise. (Sonnentag & Fritz, 2007) 

Physical Effects of Stress 
The effect of stress is visible and tends to occur physically and alter physiological processes in the body. For example, 

stress may lead to cardiovascular diseases such as hypertension, therefore, resulting in chronic cardiovascular diseases. 
The musculoskeletal system may also be affected thus one may experience headache and tension. This system tends to 
experience some changes in the motility to result into either constipation or diarrhea. Stress affects the CNS, leading to 
dizziness, lightheadedness, fainting, and sometimes one starts experiencing unexplained ringing in the ear. The 
respiratory system is also affected in a similar way – people become breathless and start sighing. Prolonged stress 
damages the immune system, and people are vulnerable to falling ill frequently, mainly contracting the flu and often 
having allergy-like symptoms. Other forms of body symptoms include sweating, teeth grinding, stammering and belching 
or excessive passing of gas. (Podsakoff, MacKenzie, Lee, & Podsakoff, 2006) 

Psychological Effects of Stress 
Stress was noted to have serious effects that reformed the psychological profile of an individual, all these effects are 

realized after specific periods of stress exposure. In effect, it leads to low self-esteem, high levels of stress, and constant 
guilt because of low productivity. Stress also affects the sleeping awaiting a shot schedule, which leads to insomnia and 
disturbing nightmares.It also affects concentration through having so many thoughts racing through the mind and a 
tendency to forget things. Stress increases the sensitivity of emotions and fear, and the development of anxiety, when 
prolonged, leads to depression. Decision-making capabilities are reduced, and this leads to diseases like dementia and 
Alzheimer’s are not very far off. (Morgan & Hunt, 2009) 

Behavioral Effects of Stress 
Stress brings about behavioral changes that are well observable, especially in people. Stress causes angry, frustrated, 

hostile behavior suffers from quickly forgetting too fast cannot efficiently finish work. They start acting irrationally, often 
showing poor ability to learn or inability to make simple decisions, or at all. You get drained out mentally, causing a state 
of hopelessness and despair and even making you think of suicide in case of chronic stress. Occasionally, people 
experience obsessions and compulsions, which, when combined with stress, make things even worse.In sum, stress poses 
potential threats to human health generates unfavorable changes in the performance of physical and psychological 
organs and simultaneously evokes behaviors that are undesirable. Knowing these effects is essential if one is going to be 
able to make proper stress management techniques which will enhance healthier, better productivity lives both at the 
corporate firms and the individuals. (LePine, Podsakoff, & ePine, 2003) 

Organizational Strategies to Reduce Workplace Stress 
Another persistent problem is stress at the Workplace, which affects the employees and their performance. 

Organizations need to use different measures in order to avoid stress and make its working environment more suitable. 
Housing for expatriate employees and their families is another crucial step because people experience stress from 
numerous causes living in a new country. By promoting good time organization and training in efficient time planning, 
it is possible to manage workloads effectively, thus decreasing employees’ stress. Another important factor is work-to-
family conflict or work-to-life balance conflict. Employees should be allowed to work from home to balance family duties 
with work responsibilities and motivate organizations to conduct trainings that help to establish work-life balance. 
Technological advancement at the Workplace can also prevent stress from occurring. The application of ideas in this 
book can help an organization increase productivity and staff assurance by automating mundane tasks and assigning 
specific training programs to employees. Stress can be best fought in the Workplace through healthy communication 
patterns within the work environment. Employers should ensure their employees are free to make criticisms and to be 
criticized on the same. Availability to HR managers and updating employees on stress management resources also assist 
them in responding to all challenges. (Kossek & Lautsch, 2009) 
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It is clear that protective work measures are no less effective in control of stress. Pleasant and safe environments 
which must be protected from inferior individuals or other unauthorized people through identity checks and restricted 
access also increase customers’ confidence. Providing retirement plans and other social securities gives employees 
financial and social security measures which relieve long term HR concerns about their fate. Another feature that plays 
a significant role in job security, primarily at the onset of an economic downturn. Despite the fact that downsizing can 
make sense occasionally, turbulent and uncertain situations in organizations should be managed by addressing the 
concerns of laid-off workers. Also, the diversity in a workplace plays the major role in stress reduction. Employment of 
people who have different ages, genders, and educational backgrounds creates a diversity that brings cohesiveness and 
respect. Such an environment makes employees feel valued by their employers, thus negations tensions that may result 
from different discrimination in organizations. The mentioned strategies can help organizations to support the workers 
and deal with stressors that give rise to workplace stress and thus promote their health and organizational performance. 
A stress-free workplace environment not only makes focus and improves production but also encourages the employees 
to trust their Workplace and colleagues, as well as increases satisfaction and the ability to cope with future difficulties. 
(Hakanen, Schaufeli, & ., 2002) 

 
4. CONCLUSION 

Therefore, stress is a vital and influential factor determining employees in any organization. Moderate stress to what 
is deemed within a tolerance level serves as a stimulus to force one to strive more to accomplish the tasks at 
hand.However, stress beyond a tolerance level has adverse effects on the cardiovascular, psychological, and even 
behavioral aspects of life. For this reason, the paper concludes that the proper use of stress coping mechanisms like 
getting enough sleep, participating in sports, seeking support from friends and family, practicing relaxation, and stopping 
vices are crucial in stress management. Stress at the Workplace affects the health and psychological state of workers and 
determines organizational outputs. 

The resulting impact of work stress includes: physical health complaints, mental disorders, changes in emotion, 
alteration in lifestyle, and behavior disorders. These factors can alter the organization's climate, increasing interpersonal 
conflict, decreasing productivity and commitment, and higher absenteeism and turnover rates. To overcome these 
challenges, organizations have to be proactive. This means that by giving adequate training and making the organization 
more receptive to issues to do with stress, the management will assist employees in handling stress issues. Yoga, 
meditation, exercise, play, as well as time management training may substantially reduce workplace stress and promote 
general health. 

Such realistic but effective measures can promote higher employee work productivity, main and foreseeable 
organizational performance, and overall well-being at work. Appreciating the need to tackle stress-related issues and 
providing the above solutions guarantees sustainability as well as staff and organizational effectiveness.  
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