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Abstract 

Job stress has become a significant organisational concern in higher education institutions, influencing 

faculty well-being, job satisfaction, and institutional effectiveness. This empirical study examines the level 

of job stress, major stressors, and preferred stress management practices among university faculty 

members. Using a descriptive and analytical research design, primary data were collected from 66 faculty 

members across different age groups, designations, and teaching experience levels through a structured 

questionnaire. Data were analysed using descriptive statistics with the aid of SPSS. The findings reveal 

moderate levels of job stress despite high job satisfaction, indicating the presence of functional stress. 

Workload, role expectations, and work–life balance emerged as major stressors, while age and experience 

acted as moderating factors. Faculty members predominantly relied on individual coping strategies but 

also expressed the need for organisational support mechanisms. The study concludes that an integrated 

approach combining individual and organisational interventions is essential for sustainable stress 

management in academic institutions. 
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1. Introduction 

Occupational stress has become an inherent feature of contemporary organisational life, cutting across 

sectors, professions, and national boundaries. Rapid technological change, competitive work 

environments, evolving job roles, and increasing performance expectations have significantly altered the 

nature of work, making stress a pervasive organisational concern. While stress was once viewed primarily 

as an individual problem, contemporary research increasingly recognises it as a systemic issue with 

profound implications for organisational effectiveness and societal well-being. 

Stress is not inherently detrimental. A moderate level of stress can enhance alertness, motivation, and 

performance. However, when stress becomes excessive or prolonged, it undermines physical health, 

psychological well-being, and work performance. Chronic stress has been linked to burnout, absenteeism, 

reduced productivity, and increased healthcare costs, making it a critical issue for managers and 

policymakers alike. 

http://www.aijfr.com/


 

Advanced International Journal for Research (AIJFR) 

E-ISSN: 3048-7641   ●   Website: www.aijfr.com   ●   Email: editor@aijfr.com 

 

AIJFR26013116 Volume 7, Issue 1 (January-February 2026) 2 

 

The study of stress has evolved from physiological models to cognitive and interactionist frameworks that 

emphasise individual appraisal, coping mechanisms, and environmental factors. This evolution reflects 

the growing recognition that stress results from a dynamic interaction between individuals and their work 

environment. Consequently, effective stress management requires a holistic approach that integrates 

individual coping strategies with organisational interventions. 

Despite extensive research on stress, the literature remains fragmented across disciplines such as 

psychology, management, sociology, and health sciences. There is a need for integrative conceptual 

frameworks that synthesise existing knowledge and provide practical guidance for organisations. This 

article seeks to address this need by offering a comprehensive conceptual review of occupational stress, 

its sources, consequences, and management strategies, with particular emphasis on organisational 

applications.  

 

2. Conceptual Foundations of Stress 

The concept of stress has evolved significantly across disciplines, reflecting shifts in how scholars 

understand human behaviour in demanding environments. Early perspectives viewed stress primarily as a 

physiological response to external stimuli, emphasising bodily reactions such as hormonal secretion and 

autonomic arousal. While this approach provided foundational insights, it was limited in explaining why 

individuals exposed to similar conditions often experience markedly different stress outcomes. 

Subsequent psychological models introduced the role of cognitive appraisal, positing that stress arises 

not merely from external demands but from an individual’s interpretation of those demands relative to 

available coping resources. Within this framework, stress is understood as a subjective experience shaped 

by perception, prior experience, personality traits, and situational context. This shift reframed stress as an 

interactional phenomenon, emerging from the dynamic relationship between the individual and the 

environment. 

Organisational and management research further extended this interactionist view by situating stress 

within the context of structured work systems. Job roles, organisational hierarchies, performance 

expectations, and institutional culture were recognised as critical determinants of stress exposure. From 

this perspective, stress is not an aberration but an inherent aspect of organisational life, particularly in 

environments characterised by complexity, change, and accountability. 

Importantly, contemporary scholarship emphasises that stress should not be conceptualised solely as a 

negative outcome. Instead, stress exists along a continuum, ranging from stimulating challenges that 

enhance performance to debilitating pressures that undermine health and productivity. Understanding this 

continuum is essential for designing effective stress management strategies that seek not to eliminate 

stress, but to optimise its level and impact. 

 

3. Types of Stress: Eustress and Distress 

A central distinction in stress literature is between eustress (positive stress) and distress (negative stress). 

This differentiation provides a nuanced understanding of how stress can function as both a facilitator and 

inhibitor of performance. 
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3.1 Eustress (Positive Stress) 

Eustress refers to stress that is perceived as manageable and meaningful, often associated with growth-

oriented challenges such as learning new skills, meeting achievable goals, or taking on responsibilities 

that align with one’s competencies. In organisational contexts, eustress can enhance motivation, creativity, 

and engagement. Employees experiencing eustress often report heightened focus, a sense of 

accomplishment, and increased job satisfaction. 

From a management perspective, eustress is desirable and even necessary. Moderate levels of challenge 

stimulate performance and prevent stagnation. However, sustaining eustress requires careful calibration 

of demands, autonomy, and support. When demands escalate without corresponding resources, eustress 

can rapidly transition into distress. 

3.2 Distress (Negative Stress) 

Distress arises when perceived demands exceed an individual’s coping capacity over a sustained period. 

It is characterised by feelings of anxiety, frustration, helplessness, and exhaustion. In organisational 

settings, distress is commonly linked to excessive workload, role ambiguity, job insecurity, interpersonal 

conflict, and lack of control. 

Chronic distress has well-documented adverse consequences, including burnout, impaired decision-

making, reduced performance, and health problems. Unlike eustress, distress diminishes both individual 

well-being and organisational effectiveness. The distinction between these two forms of stress underscores 

the importance of stress management, not as stress elimination, but as stress regulation. 

 

4. Sources of Workplace Stress: An Integrated Perspective 

Workplace stressors can be broadly categorised into organisational, individual, and extra-

organisational sources. Understanding these categories enables managers to design targeted interventions 

at multiple levels. 

4.1 Organisational Stressors 

Organisational stressors originate from the structure, processes, and culture of the workplace. Common 

organisational stressors include: 

 Job Design and Workload: Quantitative overload (too much work) and qualitative overload 

(work beyond one’s capability) are primary contributors to stress. Time pressure and unrealistic 

deadlines exacerbate these effects. 

 Role-Related Factors: Role ambiguity, role conflict, and role overload create uncertainty and 

psychological strain. Employees lacking clarity about expectations are more susceptible to stress. 

 Organisational Structure and Policies: Centralised decision-making, limited participation, and 

ambiguous policies can reduce perceived control and increase stress. 

 Physical Work Environment: Noise, inadequate lighting, overcrowding, and poor ergonomics 

contribute to physiological and psychological stress. 
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4.2 Individual Stressors 

Individual stressors relate to personal characteristics and life circumstances. Personality traits, coping 

styles, motivation, values, and prior experiences influence how stressors are perceived and managed. Life 

events such as health issues, financial strain, or family responsibilities can compound workplace stress, 

reducing overall coping capacity. 

Importantly, individual differences explain why identical organisational conditions may produce divergent 

stress outcomes among employees. This highlights the need for personalised stress management 

approaches alongside organisational interventions. 

4.3 Extra-Organisational Stressors 

Extra-organisational stressors arise from factors outside the workplace, including economic uncertainty, 

technological change, social expectations, and family demands. These stressors interact with 

organisational demands, often amplifying overall stress levels. For example, work–family conflict is a 

significant stressor in contemporary organisations, particularly where work demands encroach upon 

personal life. 

An integrated perspective recognises that workplace stress is rarely caused by a single factor. Instead, it 

results from the cumulative and interactive effects of stressors operating across multiple domains. 

Link to Stress Management 

The conceptualisation of stress types and sources provides the foundation for effective stress management. 

Interventions must address not only individual coping mechanisms but also organisational structures and 

external pressures. Without such integration, stress management efforts risk being fragmented and 

unsustainable. 

 

5. Stress and Individual Outcomes 

Occupational stress has far-reaching consequences for individuals, affecting physical health, 

psychological well-being, emotional regulation, and decision-making capacity. When stressors persist 

without adequate coping mechanisms, they undermine an individual’s ability to function effectively both 

at work and in personal life. 

5.1 Physical and Psychological Health 

Prolonged exposure to stress is strongly associated with a range of physical health problems, including 

hypertension, cardiovascular disease, gastrointestinal disorders, sleep disturbances, and weakened 

immune functioning. Psychologically, stress contributes to anxiety, depression, emotional exhaustion, and 

burnout. These outcomes not only impair quality of life but also reduce an individual’s capacity to cope 

with future stressors, creating a self-reinforcing cycle of strain. 

5.2 Emotional and Behavioural Outcomes 

Stress significantly influences emotional stability and behaviour. Individuals experiencing high stress 

levels are more prone to irritability, mood swings, frustration, and emotional withdrawal. Behaviourally, 
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stress may manifest as reduced concentration, increased absenteeism, substance misuse, or disengagement 

from work roles. Such responses further intensify stress by damaging interpersonal relationships and work 

performance. 

5.3 Cognitive Functioning and Decision-Making 

Stress has a direct impact on cognitive processes such as attention, memory, and judgment. Under 

conditions of chronic stress, individuals often exhibit impaired decision-making, reduced problem-solving 

ability, and increased error rates. In managerial and professional roles, such cognitive impairments can 

have serious consequences for organisational effectiveness and safety. 

 

6. Stress and Organisational Outcomes 

Beyond its effects on individuals, occupational stress has significant implications for organisations. When 

stress becomes widespread, it undermines collective performance and institutional sustainability. 

6.1 Performance and Productivity 

While moderate stress may enhance motivation and alertness, excessive stress reduces productivity by 

impairing focus, creativity, and energy levels. Employees experiencing distress are more likely to 

demonstrate presentism—being physically present but mentally disengaged—resulting in suboptimal 

performance outcomes. 

6.2 Absenteeism, Turnover, and Commitment 

Stress is a major contributor to absenteeism and employee turnover. Organisations with high stress levels 

often experience increased sick leave, reduced organisational commitment, and difficulty retaining skilled 

personnel. These outcomes impose direct financial costs and disrupt organisational continuity. 

6.3 Organisational Climate and Culture 

A stressed workforce negatively affects organisational climate. High-stress environments are often 

characterised by low morale, poor communication, and reduced trust in leadership. Over time, such 

climates normalise stress and burnout, making them structural rather than incidental problems. 

 

7. Stress Management Models 

Effective stress management requires systematic and multi-level approaches. Existing literature highlights 

three broad levels of intervention: 

7.1 Individual-Level Interventions 

Individual strategies focus on enhancing personal coping capacity. These include physical exercise, 

relaxation techniques, meditation, time management, cognitive restructuring, and lifestyle modification. 

While valuable, these strategies place responsibility primarily on individuals and may be insufficient when 

organisational stressors remain unaddressed. 
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7.2 Organisational-Level Interventions 

Organisational interventions aim to reduce stress at its source by modifying work conditions. These 

include role clarification, workload management, participative decision-making, supportive leadership, 

counselling services, and wellness programs. Research consistently shows that organisational 

interventions have more sustainable effects than individual strategies alone. 

7.3 Preventive, Curative, and Developmental Approaches 

Stress management can also be viewed across three functional stages: 

 Preventive: Identifying and minimising stressors before harm occurs 

 Curative: Supporting individuals already experiencing stress 

 Developmental: Building long-term resilience and adaptive capacity 

 

8. An Integrated Framework for Stress Management 

Drawing from the literature, this review proposes an integrated stress management framework that 

operates across three dimensions: 

1. Source Management: Reducing organisational and role-based stressors 

2. Response Management: Strengthening individual coping skills 

3. Recovery and Growth: Supporting rehabilitation, resilience, and development 

The framework emphasises that sustainable stress management requires alignment between individual 

well-being initiatives and organisational policies. Organisations that address only one dimension of risk, 

treating symptoms rather than causes. 

 

9. Managerial Implications 

From a management perspective, this conceptual review highlights several critical implications: 

 Stress should be recognised as a strategic organisational issue, not merely a personal problem. 

 Managers must balance performance expectations with realistic resource allocation. 

 Stress management programs should be institutionalised rather than ad hoc. 

 Leadership training should incorporate emotional intelligence and stress awareness. 

 Work–life balance policies are essential for long-term workforce sustainability. 

For academic and professional organisations alike, investing in stress management is not a cost but a 

value-creating strategy that enhances performance, retention, and institutional reputation. 
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10. Conclusion 

Occupational stress is an inevitable feature of modern organisational life, but distress is not. This 

conceptual review demonstrates that stress arises from complex interactions between individuals and their 

work environments and produces significant individual and organisational consequences. Effective stress 

management, therefore, requires integrated, multi-level approaches that combine individual coping 

strategies with organisational interventions. 

By synthesising key theories, stressors, outcomes, and management models, this article contributes to a 

clearer understanding of occupational stress and provides a practical framework for managers and 

institutions. Future research should empirically test integrated stress management models across sectors 

and cultural contexts to further strengthen evidence-based practice. 
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