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Introduction
One o f the new complications o f life is the existence o f stress in working 

environment. During the recent century, the very nature o f the work has accepted 
lots o f alterations and these changes are still advancing with an indescribable 
speed. Variations are evident in all areas o f employment, ranging from the 
responsibilities o f artists to surgeons and have overshadowed everyone’s careers 
so that no one in any field is exempted from this, not only sales managers but 
also Chief Executing Officers and everyone else are required to meet and accept 
these changes. Human personalities are such that inevitably, changes lead to 
stress. Occupational stress is one o f the main reasons for the reduction in 
production, staff absenteeism and as a result an abrupt collapse o f organizations. 
Excessive overtime working and insufficiency o f the trainings needed are among 
the hidden reasons for turnover which are caused by high levels o f stress in 
working conditions (1).

One o f the definitions o f the occupational stress is as follows:”Generally, 
accumulation o f known factors or conditions commonly associated with stress.” 
Another definition o f occupational stress is a stress a particular individual is 
undergoing over a certain job. In the latter definition, individual characteristics 
as well as both occupational factors have been implicated. National Institute for 
Occupational Safety and Health defines the occupational stress as the lack of 
coordination between the business requirements with the individual capabilities, 
abilities and wishes.

Special working conditions, expansion o f work pressure, and working 
periods raise mental and physical illnesses (2). Health and Safety Executive 
regards stress as: reactions during which individuals present against extreme 
pressures or demands which are in contrary to their expectations (3). Today, job 
stress has become the most common and costly issue in the workplace and 
hence, a great deal o f most recent researches are dedicated to this problem. 
Workers Compensation Institute in California reports that stress to ll has 
increased for almost 700 percents between the years 1979 and 1988 (4).

Psychologists from the University o f Texas suggested two categories of 
complications for occupational stress as physiological and psychological effects 
(4). Cooper & David sons (1987) appended four main sources o f occupational 
stress including: inner factors, organizational role, relations in working 
conditions, and organizational atmosphere (S).

Problem Statement
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Occupational stress is a phenomenon addressing which is essential in 
order to maintain the physical and mental well-being and health of people and 
increasing the efficiency o f various organizations. Occupational stress has a 
variety o f sources that can be all divided up into two categories:
1. II. Individual factors and characteristics
2. Working factors and characteristics (6)
3. Jex &  Beehr (1991) classified the reactions expressed by people dealing with

stress as the following two elements:
4. Psychological reactions such as anxiety, anger, frustration, and job

dissatisfaction
5. Physical reactions such as smoking, high blood pressure, and so on (7).

Ross &  Altmaier believe that despite the difficulty o f evaluation o f the 
costs o f occupational stress, one can achieve assured data about it. They also 
believe that i f  we look at this stress from the aspect o f reactions shown by 
individuals regarding their employment conditions, we encounter data illustra
ting the impacts o f common emotional and behavioral reactions with numbers 
and figures; for instance, alcoholism puts over two hundred million dollars on 
American industries annually. A mental illness such as depression that may be 
caused by occupational stress makes damages in forms o f medical expenses and 
loss o f working hours and production. Other costs resulting from stress, indeed, 
evaluate the effects of employees’ performances at work, for example, 
absenteeism from work is estimated as a really costly problem. In feet, four 
percents o f working hours are lost due to employees’ absenteeism and the 
estimated financial loss is millions o f dollars. Another effect o f occupational 
stress is the destruction o f close family members, particularly wives, children 
and other relatives that leads to loss o f job opportunities and achievements and 
hurts the quality o f life (8). Stress has a close relationship with lack o f financial 
stability and working forces, especially the lack o f financial security and its 
volatilities are among the factors affecting the occupational stress. Nowadays, 
the economic volatilities exert various influences on global markets and industry, 
among which one o f the most prominent impacts is on manufacturing centers, 
businesses, markets, and employees at lower levels centers and is a factor for the 
growth o f occupational stress (9).

Cooper & Caret Wright (1996) also believe that each career is a potential 
environmental source o f stress. One o f the major types o f stress, whose 
addressing seems o f great importance today in order to provide welfare and 
physical and mental health to individuals and increase productivity in various 
organizations, is occupational stress. Ross & Altmaier have offered some 
classification in this field that includes six factors as: inner job, agents, 
communication in the workplace, career development, organizational factors, 
and the conflict between work and the house (10). In a survey carried out by 
Princeton Survey Research Association in 1997, servants have also been under
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job stress comparing the previous generation at a degree o f three fourth. In 1992, 
one o f the insurance companies o f the US reported that 25% o f servants know 
their job as the first factor resulting in stress (11). Occupational stress, 
depression, and familial crisis are the three major obstacles in organizations. 
National Mental Health Association knows stress as the source o f more than 
90% o f diseases that costs the organizations a fortune (12). According to Health 
and Safety Executive’s reports, almost half m illion people in Britain experience 
stresses resulted by their careers and this leads to lots o f illnesses for them and 
the trend is still upward (13).

Occupational stress has many physical symptoms for individuals. Being 
disposed to stress for a long period o f time leads to numerous physical disorders, 
as a matter o f fact, 70 to 80 percents o f illnesses are related to stress like Cornell 
vascular damage, cancers, Migraines, and warts which all are the most associated 
with stress. Similarly, high level o f stress in women causes Insomnia, wounds, 
and intense anxiety (14). Documented cases suggest various problems associated 
with occupational stress and consequently, clarified the need for the research.

Causes of Occupational Stress
Occupational stress is resulted from various sources. These sources can be 

located either within or outside the organization or can be related to groups 
affecting employees or the individuals themselves (6). Stressors are variously 
categorized in researches and are going to be pointed out:

According to a classification, stressors are categorized into four groups:
1. Organizational factors (policies, structures, visual conditions, procedures and 

processes)
2. Communal factors (lack o f group cohesion, lack o f social support)
3. Individual factors (Ambiguity and role conflict in organizations, A-type 

characteristics)
4. Beyond-organizational factors (Social, familial, financial, and technological 

changes)
Another classification o f stressors is as follows:
1. Time stressor factors: These factors refer to high work load and short amount 

of time, are counted as the most frequent and the most predominant source o f 
stress which are usually faced by managers o f companies and organizations. 
One o f main reasons is the sensitivity and awareness o f cultures toward time 
and this sensitivity is increasingly growing on an annual basis and this 
delicacy to time makes it a stressor. Too much work in the same rank and 
time pressures as well as psychological and physiological differences lead to 
stress. Accordingly, employees suppose they are under time pressure and 
they are forced to meet their responsibilities in a short amount o f time and not 
having the required time to do these tasks is usually harmful (15).

2. Confrontational stressor factors: These are the factors rising from inter
personal interactions which are usually common and similar and mostly are
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caused by three types o f conflict: Role conflicts in which group members 
play incompatible roles. Topic or issue conflicts in which the way a problem 
is defined is controversial. Interaction conflicts in which individuals due to 
mutual hatred and hostility are defeated from progression and competency in 
fu lfilling  the tasks (15). In a survey, confrontational stressors were introduced 
as the main reason for exhaustion and leaving work. This research was 
carried out on 1291 employees in 37 organizations o f the private sector (6).

3. Positional stressor factors: These factors are originated from living 
environment and personal circumstances among which one of the major types 
is unpleasant working conditions. Among the examples o f these factors, 
continuous crisis, long working hours, being isolated from colleagues and 
quick comprehensive and incremental changes can be named. Downsizing or 
reorganization done in most o f the industriaHzetTnations has been one o f the 
positional stressor factors (15).

4. Expectational stressor factors: These factors are the potentially incredible and 
unpredictable events whose occurrence threatens us. An unpleasant thing that 
hasn’t happened yet, but may take place, and hence, stress is resulted from 
fear o f its predictive occurrence (16). In a report in 1986, Shayne also 
determined fear o f severe punishment among psychological and physiolo
gical pathology o f American prisoners in case o f Korean War as one the most 
influencing factors (6). Robert A. Karasek, in 1979, presented the famous 
control-demand theory. According to this theory, occupational stress occurs 
when the level o f psychological work needs is high and decision domain, i.e. 
control over work, is limited. Accordingly, some careers have low levels o f 
stress while some have high levels o f it. On the other hand, the major 
dominant work done toward increasing self-control includes encouraging 
employees to participate in communal work.

Cooper &  Cartwright determined six primary stressors related to work 
that are:
1. Job’s internal characteristics
2. Organizational roles
3. Working relationships such as relation with supervisors, colleagues, and 

subordinates
4. Work promotion
5. Organizational factors such as structure and atmosphere o f the organization
6. Work interfering with home

Coping with Occupational Stress
Surveys done on stress demonstrate this is a growing belief that 

adjustment is the main factor relating stressors and the stress itself; however, 
little article has been written about the state o f adjustment or major adjustment 
factors. Similar to the definition o f stress, numerous definitions o f adjustment are 
presented that include: Adjustment is defined as a psychoanalytical process, as a
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feature, personal characteristics and approach, a kind o f position-specific 
strategy, and as a process. Adjustment is known as a relatively stable 
characteristic or a sustainable and durable behavior. Regarding the importance of 
adjusting with occupational stress, the following therapy- learning methods are 
offered.

Applying Transactional Model in W ork Environment
Transaction model considers adjustment as thoughts and actions 

commenced in a response to a particular confrontation and these thoughts and 
actions are changed by evaluating efforts and consequences over time. This 
indicates a dynamic interaction between surroundings and the individual; i.e. the 
individual does a special assessment from the environment and in contrast, the 
environment impacts this evaluation. And this illustrates the reality that efforts 
on a particular matter affect the subsequent evaluations, therefore, increases in 
efforts are resulted. According to the transaction viewpoint, one can define 
adjustment as: “Those behavioral and cognitive efforts for controlling, reducing 
or tolerating the internal requirements that are caused by the work and stressful 
interaction” . Efforts made for the adjustment can be differentiated from the 
consequences o f these efforts mentally (18).

Educational Model
One o f the ways to cope with stress is the educational model. This model 

involves practice, homework and direct guidance. In fact, educational model 
improves the performance in organizations. Educational approaches make 
learning faster and more principled for reducing stress in organizations (20).

Training skills in this model include: listening activities, objective 
questionnaires, providing direct assistance, and applying reflection. In this mode, 
instructor is responsible for achieving determined educational objectives and 
tries for success. Organizations’ reasons to increase competence, business 
capabilities, improving motivation and job satisfaction, and solving problems by 
educating is to direct employees toward increasing productivity. This model 
states the important cases assisting in lowering occupational stress such as social 
support, cognitive appraisal and goal orientation that are going to be explained 
briefly:

Social Support
Usually one o f the important indicators o f social support at work is 

relation in the working environment. Those who feel separated from others face 
lots of obstacles in this manner. One o f the most important exercises in this 
approach is communication skills education. For instance, this is o f great use for 
individuals accepting reports and orders out of the scope of the job and are 
suffering challenges regarding others’ behaviors (20). Social support is important 
for two reasons: 1) Social support has a direct impact on the moods and 
behavioral reactions. 2) This acts as a protective shield preventing negative 
consequences o f stressors (21).
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One o f the ways to increase social support is the use o f cognitive schemes 
which has a direct relation with it. Beliefs and schemes are values and 
assumptions directing individuals’ behaviors. Unless these beliefs are not 
negative and traumatic, stress is resulted (Piaget, 1971). So, trainings along 
recognition o f negative schemes encourage individuals to lower stress by 
reducing them. Some o f the experts suggest trainings and creation o f special 
courses as the fundament for providing social support (22).

Cognitive Appraisal
This is an adaptation process including attempts against negative feelings 

and stressfiil events that are exactly caused by individuals’ cognitive appraisal. 
In the beginning o f the evaluation process, they measure the values by the help 
of lessons. Firstly, mistakes resulted from false recognitions are identified and 
then, the proper values and assumptions replacingThem are evaluated and the 
resulted differences are figured out. Training leads to applying potential 
capabilities by individuals by the help o f making them aware along the self- 
identification process (23).

Goal Orientation
In this approach, business objectives need to be clear, special, attractive 

and most importantly strategic and accessible. Mutually, the objective itself also 
has a direct impact on individual efforts. I f  the goals have the required properties 
and application, individuals are self-directed toward its realization and progress 
to achieve it. One o f the applications o f this is that this helps individuals to 
commit themselves to their trainings and vocation and find the motivation to 
reach to the goal. Educational model have positive effects on increasing the 
efficiency and enhancing their motivation to learn resulting in self-belief (24).

Educational model can assist in the reduction o f occupational stress by the 
help o f its unique features. This approach offers appropriate therapeutic 
interventions for different groups. Nevertheless, other factors also intervene in 
education and treatment that are occasionally out o f control such as certain 
personality characteristics, for example, extraversion, openness to new 
experiences, dutifulness, etc. One also cannot neglect the various impacts o f 
surroundings as education is not conducted in an ideal situation and great deals 
o f factors take part in it.

Corporate culture demonstrates the influences o f adaptation and stress; 
the structure o f organizations or in general the society state solutions for stressful 
situations, in other words, by changing the institutional culture, occupational 
stress can be reduced in organizations (25).

Conclusion
Occupational stress is one o f the complications o f life in this century that 

creates many obstacles for organizations and even families. Occupational stress 
is a major reason for the decrease in production, the absence o f staff, 
disintegration and disorganization. Excessive overtime working and
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insufficiency o f the trainings are among the hidden reasons for turnover which 
are caused by high levels o f stress in working conditions whose existence is due 
to various factors involved. Among these factors, conflicts among individual 
needs, individuals’ characteristics with working conditions, family environment, 
external environment and genetics are among the most influencing ones. 
Occupational stress is the main reason for depression and physical and mental 
illnesses. There are a lot o f methods o f psychological learning strategic such as: 
exchange model, educational model, cognitive assessment, social support, 
orientation o f the goals which all have influential roles.
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Մ ա ս ն ա գ ի տ ա կ ա ն  ս թ ր ե ս ի  խ ն դ ի ր ն ե ր ը ,  պ ա տ ճ ա ռ ն ե ր ը  և  դ ր ա ն ց  վ ե ր ա ց մ ա ն  
ռ ա զ մ ա վ ա ր ո ւթ յո ւն ը

Ն ե ր կ ա յո ւ մ ս  ձ ե ռ ն ա ր կ ո ւթ յո ւն ն ե ր ո ւմ  ե ւ  գ րա ս ե ն յա կ ն ե ր ո ւմ  գ ո յո ւթ յո ւն  ո ւն ե ց ո ղ  ն  ի ր  լու
ծ ո ւ մ ը  չ ս տ ա ց ա ծ  հ ա ր ց ե ր ի ց  է  մ ա ս ն ա գ ի տ ա կ ա ն  ս թ ր ես ը : ձ ա շ վ ի  ս տ ն ե լո վ  ա րդ յո ւն ա բ ե 
ր ո ւ թ յա ն  և գ ո ր ծ ա ր ա ր  ո լո րտ նե յւո ւմ  տ ե խ ն ո լո գ ի ա կ ա ն  ա ճը , մ ա ս ն ա գ ի տ ա կ ա ն  ս թ ր ե ս ը  
դ ի տ ա ր կ վ ո ւ մ  է ո ր պ ե ս  հ ի մ ն ա կ ա ն  խ ն դ ի ր ն ե ր ի ց  մ եկը : Մ ա ս ն ա գ ի տ ա կ ա ն  ս թ ր ե ս ը  ո ւղ եկ ց 
վ ո ւ մ  է  տ ա ր բ ե ր  ֆ ի զ ի կ ա կ ա ն  ե  հ ո գ ե բ ա ն ա կ ա ն  հետ և ա և քև երով , ո ր ն  ի  վ ե ր ջ ո  ի ր  բա ց ա 
ս ա կ ա ն  ա զ դ ե ց ո ւթ յո ւն ն  է  թ ո ղ ն ո ւմ  ա ն ձ ն ա կ ա զ մ ի  հ ա ճ ա խ ո ւմ ն ե ր ի  վ րա , ի ն չը  հ ա ն գ ե ց ն ո ւմ  է 
ձ ե ռ ն ա ր կ ո ւթ յո ւն ն ե ր ի  կ ո ղ մ ի ց  կ ա տ ա ր վ ո ղ  գ ե ր ծ ա խ ս ե ր ի  ն  ն վ ա զ ե ց ն ո ւմ  է  ա ր տ ա դ ր ո 
ղ ա կ ա ն ո ւթ յո ւ ն ը :  հ ա մ ա ձ ա յն  ո ւս ո ւմ ն ա ս ի ր ո ւթ յո ւն ն ե ր ի , ո ր ո շ  մ ա ս ն ա գ ի տ ո ւթ յո ւն ն ե ր  ա ոա ջ  
ե ն  բ ե յտ ւմ  ս տ ա վ ե լա գ ո ւն  մ ա ս ն ա գ ի տ ա կ ա ն  ս թ ր ես , ո ր ն  ի ր  հ ե ր թ ի ն  բ եր ո ւմ  է  ս թ ր ե ս ի  
մ ա կ ա ր դ ա կ ի  ա վ տ ո ն ո մ ի զ ա ց ի ա յի  ա շ խ ա տ ա կ ի ց ն ե ր ի  մ ոտ : Մ ա ս ն ա գ ի տ ա կ ա ն  ս թ ր ե ս ը  
պ ա յմ ա ն ա վ ո ր վ ա ծ  է  ա ն հ ա տ ի  կ ա ր ի քն ե ր ի , ն ր ա  ժ ա ռ ա ն գ ա կ ա ն  ա ռ ա ն ձ ն ա հ ա տ կ ո ւթ յո ւն 
ն ե ր ի  ե ւ  ա շ խ ա տ ա ն ք ա յի ն  պ ա յմ ա ն ն ե ր ի  միջև  տ ե ղ  գ տ ա ծ  հ ա կ ա ս ո ւթ յո ւն ն ե ր ո վ , ի ն չպ ես  
ն ա և  տ վ յա լ  կ ա զ մ ա կ ե ր պ ո ւթ յո ւ ն ո ւ մ  ի ր  զ բա ղ ե ց ր ա ծ  դ երով , ա շ խ ա տ ա ն ք ի  ա ռ ա ն ձ ն ա հ ա տ 
կ ո ւթ յո ւն ն ե ր ո վ , ա շ խ ա տ ա ն ք ա յի ն  հա ր ա բե ր ո ւթ յո ւն ն ե ր ի , ձ ե ռ ն ա ր կ ո ւթ յո ւն ն ե ր ո ւմ  ի նչպ ես  
ն ա ն  ը ն տ ա ն ե կ ա ն  մ ի ջ ա վ ա յր ո ւմ  տ ի ր ո ղ  մ թ ն ո լո րտ ո վ : Ե թ ե  մ ա ս ն ա գ ի տ ա կ ա ն  ս թ ր ե ս ը  
կ յա ւ մ  է  ե ր կ ա ր ա տ և  բնույթ , ա պ ա  դ ա  բ ե ր ո ւմ  է  ա շ խ ա տ ա ն ք ի  վ ա տ թ ա ր ա ց մ ա ն  ե  ա ն հ ա 
տ ի  ա շ խ ա տ ա ն ք ի ց  ա զ ա տ մ ա ն ,  ո ր ը  վ ն ա ս ո ւ մ  է  թ ե  ա շ խ ա տ ա կ ց ի ն  ե  թ ե  ձ եռ նա րկ ո ւթ յա ն ը : 
ճ ի շ տ  վ ա ր վ ա ծ  հ ո գ ե բ ա ն ա կ ա ն  ռ ա զ մ ա վ ա ր ո ւ թ յո ւն ը  ն պ ա ս տ ո ւ մ  է  մ ա ս ն ա գ ի տ ա կ ա ն  
ս թ ր ե ս ի  ն վա զ ե ց մ ա ն ը :  Ա յն  ն ե ր ա ռ ո ւ մ  է հետ և յա լը ՜ փ ո խ ա ն ա կ մ ա ն  մոդել, կ ր թ ա կ ա ն  մոդել, 
կ ո գ ե ի տ ի վ  գ ն ա հ ա տ ո ւմ ,  ս ո ց ի ա լա կ ա ն  ա ջա կցո ւթ յո ւև  և ն պ ա տ ա կ ա ս լա ց ո ւթ յո ւն :  Տ փ ա լ 
ա շ խ ա տ ա ն ք ո ւ մ  հ ե տ ա զ ո տ ո ղ ն ե ր ի  կ ո ղ մ ի ց  վ եր լո ւծ վ ե լ և գ ի տ ա կ ա ն ո ր ե ն  հ ի մ ն ա վ ո ր ո ւմ  եև 
ս տ ա ց ե լ  վ ե ր ո հ ի շ յա լ  մ ե խ ա ն ի զ մ ն ե ր ը :
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