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Abstract

The issue of work-related stress has been addressed by researchers for a decade,
while less interest in the issue has been shown by company executives. In spite of the
known effects of work-related stress, not sufficient attention is devoted to it by the
top management. A case study was applied in our research to investigate the stress
level of employees and consequences of workplace stress in the chosen company. Our
research activity was supported by personal observation, document analysis,
interviews and a questionnaire survey. The results show that negative impact of
stress on the employee health (calculated economic effect of stress) is significantly
higher than the cost of employee training. Creating a pleasant work environment and
improving the cooperation of co-workers may result in reduction of sick leave and the
employee fluctuation.
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Introduction

The review of scientific literature shows that stress was an unknown phenomenon 100
years ago both in private life and the world of work. The first records about stress date
back to the 1930s, when it was described as physical strain or physical symptoms
resulting from overload. Over the years, both physical and psychological overload have
become symbolic expressions (Seilerova, 2019), and nowadays we think about stress as
mental strain.

What has changed during the years? What is the reason that people are unable or less able
to cope with difficulties they face in life?



Littera Scripta, 2019, Volume 12, Issue 2

The answer can be approached from two different perspectives. Compared to the
situation 100 years ago, the world has undergone tremendous changes in economic, social
and scientific terms. Due to development, the labour market has undergone significant
changes, the family model has changed and masses of women started to work. As a
consequence of scientific development and changes in education systems, more and more
students are entering higher education and finish their university studies. The life stages
of young people have changed since they spend longer time in education. It is acceptable
in the 21st century that young people live with their parents even in their twenties. A
certain ratio of students take up work during their studies, while others do not have
interest in that. Changes in lifestyle and shift of different important events in their life is
characteristic compared to standards 100 or even 20 and 30 years ago. These trends
brought changes in parenting; parents are protecting their children more than before,
providing and ensuring everything for children has become their main goal. This is the
reason why young people find it difficult to cope with stressful situations and lack coping
skills (Klimplova, 2012). Parents have been protecting their children since early
childhood, so their children face stressful situations and challenges rarely. They are trying
to help their children, quite often by solving the problems their children face. As a result
of this fact, young people do not develop the ability to cope with difficulties and stressful
situations or it is developed later. Young people face less physical challenge than before,
and they are not forced to encounter difficult situations.

As a global reason might be mentioned the busy lifestyle and the conflict of roles (Remi,
2018). Expectations are increasing in different areas of life and it is becoming increasingly
difficult to meet them.

The study is examining the occurrence of workplace stress and its impact on employees.
The main objective of the case study applied is to explore the most common causes of
workplace stress; how employees experience the positive and negative impact of stressful
situations; quantifying the consequences of stress and propose specific solutions for the
company problems.

Theoretical overview
The physiological impact of stress

The concept of stress was first discussed in details by Hans Selye, the Hungarian physician
(Selye, 1936; 1956; 1976). He was the first to define stress as ,a nonspecific response of
the body to any demand”, which is the lowest common multiple of an organism’s response
to any stress it experiences (Cooper, 2000).

The term used by Selye caused confusion in the scientific community, since the term is
interpreted in two different ways. One refers to external effects of stress on the organism,
while the other refers to changes in human body caused by external factors (Juhasz,
2002). Over the past few decades, various definitions of the term had been used that
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contributed to misinterpretation of the term (Le Fevre and Kolt, 2010; Jex, Beehr and
Roberts, 1992; Kahn and Byosiere, 1992). The terminology ,stress“ has not disappeared
from the scientific and everyday use (Briner, Harris and Daniels, 2004).

Kahn and Byosiere (1992) made more suggestion for the use of terminology ,stress”,
which made the research on stress more transparent.

Our study is based on the most general definition of stress applied by Cropanzano et al.
(2005), Juhasz (2002), Kahn and Byosiere (1992). According to this definition, stress is an
interactive process, when the environmental circumstances and events (stressors) have
impact (physical, psychological or social) on the individual. The factor that triggers stress
is called a stressor. A stressor can be anything that causes a state of strain or tension and
we treat it as a source of stress that generates reaction (Bagdy, 2007). The presence of
some factors causes tension and dissatisfaction in almost everyone.

Stress is present in everyone’s life and might have different forms. There are basically two
types of stress. Eustress is a term used for positive stress, which has positive impact,
enhances our performance, exploits hidden energy reserves and has positive impact on
our body. Distress refers to negative stress that impairs our performance, makes it
difficult to cope with stressful situations and its constant presence can cause serious
health problems and illnesses (Bernardi, 2019). It appears as a reaction to stressful life
events e.g. heavy workload, financial problems, stressful relationships, death. The fast
lifestyle is also contributing to increase of stress. Not everyone can cope with everyday
stress. The first symptom might be the fatigue, but in long-term the immune system is
affected. Cardiovascular disease, atherosclerosis, hypertension, stomach problems,
indigestion, depression and sleep disorders can be the signals of stress. That is why it is
important to reduce the level of stress at work and find the appropriate stress
management techniques.

Most people are aware of the concept of stress. They can feel, experience and recognize
the symptoms of stress, but they feel less informed how to prevent, avoid or combat it.
Only few people know which factors influence the risk of developing stress and which are
the factors that can reduce the level of stress. In order to provide a focused overview of
the issue, we will only deal with work-related stress.

Work-related stress factors

Since in most of the cases individuals are assessed based on their workplace performance,
many people find their daily work stressful due to performance constraints.

The workplace stress models make it possible to capture the characteristics of the work
environment and help in the analysis of work-related stress issues. The study highlights
the most important sources of work-related stress below.

Person Environment Fit Model

According to this model, there are two sources of workplace stress. The first is, when the
opportunities provided by work cannot meet the motivation and needs of the employee.
The other source of stress is when the requirements and the skill-set of the employee are
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not in accordance with the job profile. The requirements include the workload or the
complexity of work to be conducted. Tension can arise if the employee does not have the
skills to meet the requirements, but also if the skills are beyond the requirements of the
job and cannot be appropriately utilized in the position. The disadvantage of this model is
that cannot predict the expected occurrence of stress (Salavecz, 2011).

Jobs-Demand Resources Model

Requirements are considered the psychological stressors present in the work
environment e.g. strained work pace, time pressure, demanding work, unclear and
contradictory expectations. The control examines, whether the employee has the
opportunity to use his or her abilities and skills, can learn new things and utilize his or
her creativity. It also controls the decision-making power regarding the work conditions
e.g. whether the employee can influence the manner and pace of the tasks he or she has
to complete (Karasek, 1979).

Later, a new variable was added to the model: social support at the workplace. The model
assumes that the worst health condition is expected when the requirements are high, but
the decision-making ability, the employee control and the employee support are low
(Salavecz, 2011).

Effort-Reward Imbalance Model

According to this model, if the effort between the work completed and the reward for this
work is imbalanced, the tension caused might result in worsening health condition
(Siegrist, 2004).

The effort and reward dimensions measure the factors of work-related stress. These
efforts are the time pressure, interruptions, work responsibility, physical effort, overtime
and the increasing workplace requirements (Salavecz, 2011).

Workplace injustice

The theory of workplace injustice highlights the importance of different types of unfair
treatment the employee is directly involved. One of its components is related to the
company’s distribution systems, while the other focuses on the way the company
operates. The unfair distribution is closely related to the fairness of the system the
employees are rewarded (Moorman, 1991).

It is important how the company managers treat their subordinates, in what measure the
employees are involved in decision-making processes, whether the decision-making is
free from prejudice (Salavecz, 2011; Novotny, 2014; KaZmierczyk, Chinalska, 2018).

DRIVE-model of the workplace stress

The DRIVE-model — ,Demand - Resources and Individual Effects-model” presents the
main external-organizational and internal-personal factors of the workplace stress (Mark,
2008). The detected level of workplace stress depends on the actual workload, workplace
resources, personal factors and the subjective assessment. The interaction of these factors
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and the effect of supporting factors will determine, whether stress will have a long-term
effect or not.

Since the success of organizations depends, among other factors, on success, reliability,
quantity and quality of the human performance, one of the most important managerial
tasks is to provide working conditions that can support the expected performance of the
employee both in physical and sociological terms. Ignored stressful situations might have
serious consequences on the individual and the organization as well.

The consequences of work-related stress

The research of British and American scientists highlights that the work-related stress
increases the number of days spent on sick leave. The estimated numbers show that stress
in the US economy reduces the productivity indicators by tree billion dollars yearly. The
main reasons listed are the health insurance costs, the accidents and the replacement of
the employee (Ember, 2009). The increased stress level can result in weak performance,
increased employee fluctuation, absenteeism and customer dissatisfaction.

The state of emotional exhaustion is often associated with irritability, antipathy,
repetitive use of power tools (e.g. punishment) and indifference (Jakab et al, 2006;
Fapohunda, 2017). Positive emotions are a key factor in organizational performance and
commitment. Understanding the emotions of employees is essential for HRM, since the
managerial practices and the organizational environment influences the employee
behaviour (Kanten-Sadullah, 2012; Bognar, Bencsik, 2016).

In recent years, many international organizations have raised awareness of psychosocial
risks and work-related stress. However, steps ahead have been made in understanding
work-related stress; there are still gaps in effective application of knowledge into practice
on organizational level. Work-related stress is one of the most commonly reported causes
of work-related illnesses, affecting more than 40 million people in the European Union.
Reasons include the lack of awareness in the European countries that is often linked to
lack of expertise and the appropriate infrastructure. There is a clear need to implement
systematic and effective prevention strategies linked to company management practice
(Zoni - Lucchini, 2012; Stefko, 2019).

The case study is the most suitable research method for detecting workplace incidents
and work-related stress. The theoretical features of case study and its application in the
company will be described below.

Research method

Case study

The case study is a systematic, well-prepared and methodologically sound observation
and data recording method. Observation and interview techniques are mainly applied in
case studies. There are four main characteristic features of case studies: openness,
communication between the researcher and the participant, naturalness and clarity
(Dolnhofer, 2001. p.9.). ,The openness of case study means that the researcher does not
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work with pre-defined research questions and methods, but is open to change his or her
ideas, questions and tools during the research” (Kormos, 2004. p.26). The interpretative
nature of case study stems from the fact that the case described appears ,as a world
interpreted by the researcher and the researched” (Dolnhofer, 2001. p. 16). The case
study can support a theory or hypothesis and helps us draw some general conclusion.

Practical research

Introduction of the company

The case study as a part of this research was conducted in a small retail shop, selling sport
equipment. The worldwide success of the company is due to high-quality own-branded
products, tailored to specific sport and sold at affordable price. The R&D activity serves
as a basis to own-brand development. The long-term goal of the company is to operate as
a 100% passion brand. It means to exclude the world known brands from their shelves
(approx. 20%).

Organizational structure: the company is characterized by divisional organizational form.
The divisions (21 stores) are organized according to achieved profit and territorial
principle. In terms of management, the operational decisions are in the hands of store
managers, while the leaders of strategic units are responsible for making strategic
decisions.

Organizational culture: The company is proudly committed to core human values. It is
looking for future employees considering these values, but also expects these values to be
respected by all the employees of the company. These values are the following: honesty,
responsibility, altruism, vitality. The pursuit of innovation and focus on the future are also
important values.

Competitors and the market: Based on public data available, the company is close to the
market leaders, but has to fight for the market leader position on domestic and
international market as well.

The issue addressed in case study: The employees are exposed to self-perceived stress at
work, and the workplace stress has impact on private life and health of the employees.

In order to provide in-depth investigation to the problem, personal interviews,
observation and a questionnaire survey was conducted. The results of the questionnaire
survey will be presented below. The questionnaire was accessible online and the
respondents used the internal information system of the company to fill in the
questionnaire survey. The questionnaire included 19 questions. The questions aimed at
identifying stress situations, reactions of respondents to these situations and the
consequences. The survey contained closed questions, nominal and metric variables and
a 5-point Likert scale was applied. The data analysis methods were the following:
frequency and mean tests, correlation, crosstab analysis, independent t-test in SPSS
statistics.

The questionnaire survey was not compulsory; the employees were motivated by their
managers to participate in the research. 87% of the staff, 165 employees participated in
the survey, working in different stores.
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Demographic data: the questionnaire was completed by 65.5% of female and 35.5% male
respondents. This ratio reflects the proportion of man and woman working for the
company. The average age of the respondents is 18 — 25; 41.2% of the respondents
belong to this group. The ratio of respondents between 25 and 30 is 34.5%. This result
reflects the average age of the company employee (27.5%).

21.2% of the respondents completed high school education, while 45.5% of them had
a university degree. 50% of the female respondents had university or college degree,
while this ratio of male respondents reached only 40%.

The survey differentiates 4 types of respondents based on their work position: sales staff,
managers, office managers and other. 56% of the male respondents worked as sales staff
compared to 70% of female respondents in the same position. Managerial position was
taken over by 31% of the male respondents. This ratio was only 22% with female
respondents. The survey has shown that respondents with college or university degree
were in managerial positions (50%), while those with completed secondary education
(89%) worked as a sales staff. Based on the observation technique and the questionnaire
survey applied in our research, the following hypothesis was formulated.

Hypothesis

The age, gender and job title affect how employees in the company experience work-
related stress.

Results

After collecting the demographic data of the respondents, the survey questions focused
on work-related stress. The stress experienced by the employee can be positive or
negative. 64% of the respondents experience stressful situations negatively, while 36%
experienced stress in a positive way. The analyses show significant difference between
the male and female respondents. Less than half of the male respondents (44%) and 73%
of the female respondents had negative experience with work-related stress. The Chi-
square test confirmed the gender difference (Pearson’s Chi-square: 15.750 df: 1 sign.:.000
p< 0.05).

The question arises whether there is any relationship between the age of the respondent
and the impact of stress. We determined three age groups: respondents under the age 30,
respondents between 30 and 40, and the over 40 group. We detected no significant
difference between the age groups experiencing stress (Pearson’s Chi-square: 3.542 df: 2
sign.: .170 p> 0.05). 61% of the respondents in their twenties, 73% of the respondents in
their thirties and all the respondents in their forties struggle with stress.

There was no significant difference in respondents’ perception of stress in terms of their
educational background (Pearson Chi-square: .116 df: 3szign.: .990 p> 0.05).

Negative stress experience was detected among the representatives of sales staff (66%),
while managers had positive stress experience (83%). Significant correlation with stress
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can also be observed in terms of work position: Pearson’s Chi-square: 13.456 df: 3 sign.:
.004 p< 0.05. It can be summarized that the older female employees (sales staff) are more
likely to have negative feeling with stressful situations.

Further target of the analysis was how employees feel the work-related stress influences
their workplace performance. Most of the respondents (70%) reported that they have
problems with concentration, more than a third of them make mistakes more frequently
than in general and almost every second respondent feels more stressed and enters a
conflict with colleague. Not only negative, but positive effects were mentioned by the
respondents as well. One fifth of the respondents in this study gain energy from stress and
almost a third of them perform better under stress.

The research highlighted the stress factors the employees of the company face. The
respondents had to use a five-point scale to assess the frequency of stress factors (1=
never and 5=always). The following table presents the mean and standard deviation of
the stress factors.

Tab. 1: The occurrence of stress factors at workplace

N Standard

Valid Missing Mean deviation
Time management 165 0 2.87 1.054
Work-life balance 165 0 3.03 1.123
Relationship with colleagues 165 0 1.99 907
Conformity and making mistakes 165 0 241 .999

Source: Own editing.

The results presented in Table 1 show that stressful situations connected to work-life
balance is the most frequent. The highest value of standard deviation can be detected in
this case, which shows that the respondents did not agree at this point. Stressful situations
between the colleagues are the least frequent; the answers provided by the respondents
are similar. The study also analyzed the relationship between these variables. A slightly
strong correlation can be detected between time management and conformity (Pearson'’s
correlation: r: .391 sign.: .000 p<0.05), similar level of correlation can be detected
between time management and the work-life balance (Pearson’s correlation: r: .379 sign.:
0.00 p<0.05). The obtained results are understandable. The less time the employee has to
complete the task, the more likely they will make mistakes or experience problems with
time management e.g. overtime. These also have impact on work-life balance.

The study examines how male and female respondents are affected by these factors. The
results of Independent Samples T-Test are summarized in Table 2.
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Tab. 2: Gender based Independent T-test (p=0.05)

Levene's Test for
Equality of t-test for Equality of Means
Variances
95% Confidence
. Mean Interval of the
F Sig. t df Slg' (2- Differenc SFd' Error Difference
tailed) o Difference Unoe
Lower F;p
Time management .285 .594 -425 163 671 -074 173 -415| .268
Work-life balance 307 .580 -2.630 163 .009 -475 181 -832| -.118
Relationship with 1426 234| -298| 163 766|  -044 149  -338] .250
colleagues
f .
Conformity and 3591| .060| -2178| 163 031]  -352 162|  -672] -033
making mistakes

Source: own editing

Based on the results presented in Table 2 we can summarize that in terms of work-life
balance and conformity there is difference between the male and female respondents. In
both cases, these factors occur more frequently with female respondents.

However, the ANOVA studies have shown that there is no significant difference in terms
of the respondent age among the factors. Time management proved to be a problem in
managerial positions (average: 3), while workplace conformity factor occurs more
frequently with sales staff (average: 2.29). A significant difference can be detected in case
of these two factors.
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Tab. 3: ANOVA results (p=0.05)

Sum of Mean
Squares df Square F Sig.
Time management Between Groups 36.015 3 12.005 13.210 .000
Within Groups 146.313 161 909
Total 182.327 164
Work-life balance Between Groups 4575 3 1.525 1.214 306
Within Groups 202.273 161 1.256
Total 206.848 164
Relationships with Between Groups 359 3 120 143 934
colleagues Within Groups 134.635 161 836
Total 134.994 164
Conformity and making | Between Groups 8.490 3 2.830 2.934 .035
mistakes Within Groups 155.304 161 965
Total 163.794 164

Source: Own editing.

The results obtained also confirm the presence of the mentioned models above.

Stress has a significant impact on the health of the respondents (average: 3.45 on a five-
point scale. where 1= no impact. 5=high impact). Stress has higher impact on female
respondents (female average: 3.61. male average: 3.19). Most of the respondents can cope
with the consequences of stress (64%). About 66.1% of the respondents ask for help in
dealing with stress. The age, gender and the work position do not make difference
between the respondents.

Table 4 presents who is providing help for the respondents in stressful situations. The
respondents had to assess whom they ask for help on a five-point scale (1= not
characteristic at all. 5= absolutely characteristic).

Tab 4: Who do the respondents ask for help?

Mean Standard deviation
Family member 4.21 1.181
Friend 4.35 1.044
Colleague 3.34 1.239
Superior 3.33 1.364
Professional 3.05 1.510

Source: Own editing.

[t can be summarized that respondents ask help from their family members or friends. In-
company stress management is not common. Around 65% of the surveyed respondents
expressed their interest in learning about stress management techniques.

10
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Finally, the results above also confirm that there is a reason why stressful situations are
not handled in the company. 23% of the respondents think that nobody examines the
consequences of stress, while 71% of the respondents do not even know about this kind
of activity.

No stress management data was found during the document analysis of the company,
which would support the answer provided by the respondents. However, there is an
employee satisfaction survey, so the problem can be indirectly addressed in the
questionnaire survey.

DISCUSSION

The survey conducted in the company revealed that the most dominant stressors in day-
to-day work are meeting the requirements, time pressure and maintaining the work-life
balance.

The hypothesis was confirmed. The age, gender and work position influence how the
respondents experience stress. Based on the answers, the Jobs-Demand Resources Model
and the Person Fit Environment Model problems can be identified.

Differences between genders were identified in case of multiple factors, but the results
reflect that women feel more uncomfortable in stressful situations. Negative stress has
deeper impact on older colleagues.

In terms of position, salespeople are more likely to experience stressful situations, while
the executives reported positive impact in the same situations. Concerning health, the
respondents had different opinion about the impact of work-related stress on their health
in terms of individual ability to cope with stress.

Solution to the problem, proposal

The results of the analysis and the personal observation show that stress testing and
measuring the consequences of stress are not present in the company. The employees
rarely address the management with the problem, while direct and indirect effects of
stress can be measured in terms of company performance.

In order to provide useful proposals for the management, additional company data was
needed, which was obtained through document analysis. Although estimated results of
company stress could be obtained, but more evidence is needed to call the attention of
company management to address the issue of workplace stress. The data obtained from
company documentation can be used to calculate the additional costs of stress-related
health problems. The calculations are based on the answer of respondents participating
in the survey. 64.2% of the employees reported that their health problems, and thus their
time spent on sick leave and sick pay is closely linked to workplace distress. We also
examined the proportion of those employees who considered their illnesses to be related
to workplace stress. 35% of sales staff and 29% department managers considered their
health problems are closely related to workplace stress, while neither of the directors
reported clear answer to this question. This ratio was 50% in case of employees working

11
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at the headquarters. As we continue to examine the economic impact in terms of different
work positions, this set of data is a basis for the following calculations.

The average gross salaries for different positions were considered, while calculating the
company cost for a day sick leave. The following table presents the wages on monthly
basis.

Tab. 5. Average wages

Jobs Average wages
Sales staff 167.946 HUF
Department managers 326.174 HUF
Store managers 650.851 HUF
Headquarter employees 573.404 HUF
Average 429.594 HUF

Source: Own editing.

In addition to costs paid after the colleague on sick leave, the costs of employee
replacement were also calculated to get the total cost.

The number of absent hours as a result of sick leave was 9483 hours in 2018, so the
average per person was 50 hours a year. If calculations are made on full-time employment
basis (8 hours a day), it means 6.25 days /employee. An average monthly wage of 429.594
HUF means the following costs for the employer:

* itmeans 6,25 days sick leave a year, during which the employer is obliged to pay a
social contribution, which is 22% of the gross wage.
* replacing the colleague on sick leave
If calculations are made on basis of 9483 hours of sick leave, the following results are
obtained:
* counting with 168 hours, the equivalent of hourly wage will be:
429.594/168=2.557 HUF
* the social contribution paid after 9483 day of sick leave is: (9483*2.557)
*0,7*0.22=3,734,197 HUF
* the cost of employee replacement in case of 9483 hours is 9483*%2557=24,248,031
HUF
e insummary: 3,734,197+24,248,031=27,982,228 HUF
The result of final calculation above shows the costs of sick leave for the company on
yearly basis. It is an important information, but does not provide detailed data regarding
the research. It has to be emphasized that the stress-related diseases do not make up
100% of the sick leave on annual basis. According to our research results, 43% of the
employees feel that their illness is closely related to workplace stress. If we consider only
439% of the sum above, we receive a substantial sum of 12 million HUF.
Using Internet resources and price quotations, we can conclude that the sum of 12 million
HUF is far more higher than the cost spent on stress management training. It can be said
that a 2-day multi-field stress management training designed for companies would cost
60 000-100 000 HUF /employee.

12
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Being a sport-related trading company, special attention is paid to the qualification of
employees in different kinds of sports. Participation on basic employee training is
compulsory, while participation on innovative types of trainings is optional. The company
is organizing in-house trainings, where the trainers are employed by the company and
provide trainings additionally to their day-to-day activities. The selection of trainers is
made possible by the performance evaluation system.

Application for trainings and managing dates of trainings happens with a help of HR
software, where the dates of trainings are uploaded by trainers and the employees can
apply with the agreement of their supervisor. The level of employee qualification is also
tracked with the help of this system as well as the availability of trainings designed for
them.

In addition to in-house trainings, if the employee has been working more than five years
for the company or more than three years in a higher position, they have a possibility to
participate on trainings organized by external experts. These are self-awareness courses,
communication or language courses.

Proposal

An optimal solution can be to select an employee from each department store, who is keen
on providing trainings for colleagues and open to addressing different issues, solving
problems. Since qualifying trainers have already been successful on other areas,
considering the company culture, this should not be a problem either. The company
consists of 21 department stores and one headquarter. If we calculate the costs of
qualifying 22 trainers, the highest cost of stress management training per capita is 100,00
HUF; calculating the total cost we get 2,200,000 HUF. This cost is much lower than the
mentioned 12 million HUF. By providing a stress management training for employees
following the probation period, the company would be able to improve its HR indicators
e.g. fluctuation that was 37.5% in 2018.

Conclusion

The company management and the employees have already recognized that they are
exposed to work-related stress, which has impact on their private life. According to
answers provided by the respondents, the biggest stress for the employees is maintaining
the work-life balance. As one of the stressors was mentioned the company
communication, whether the communication is realized with the headquarters or
superiors. The communication is not always clear, direct and open. Employees also
reported physical illness as a result of workplace stress.

The data obtained showed that the estimated cost of stress-related sick leave is much
higher than the hypothetical cost the company would spend on helping employees to
prevent stress or dealing with stressful problems. In addition to cost-efficiency, we
proposed a solution that could be fully integrated into the current knowledge

13



Littera Scripta, 2019, Volume 12, Issue 2

management system of the company. A smooth implementation of this solution is
expected.

The mentioned data shows that all of the successful companies should consider an
initiative related to stress prevention and dealing with workplace stress. This step would
be important not only to improve the economic performance of the company or reduce
costs, but as the new tendencies show, this is the most valuable resource to ensure the
performance of human capital and retaining employees in the workplace. Losing valuable
workforce and the replacement is one of the biggest challenges the companies face
nowadays.

Several previous case studies and the examination of models above demonstrates the
relationship between the parameters we have also researched. Fan and Smith (2017)
observed railway workers in terms of work-life balance and well-being at work based on
the impact of workplace stress. The results showed that the staff who perceived high
levels of control and support had a better work-life balance and an increased sense of
well-being. A positive personality was associated with positive well-being both at work
and outside of work. Williams et al. (2017) used the Demands-Resources- Individual
Effects (DRIVE) Model and the Well-Being Process Questionnaire (WPQ) to reveal
relationships, where the logistic regression showed that well-being outcomes were
predicted by high positive personality and low negative coping. Positive job appraisals
were predicted by high resources and low demand. Smith and Smith (2017) investigated
the implications of well-being at work, considering the relationship between the
individual and the organization. Their research results showed a positive relationship in
terms of positive consequences of managerial decisions on their employees Pisanti et al.
(2011) detected a similar relationship investigating the job characteristics of Dutch and
[talian nurses in relation to organizational conditions vs distress-eustress. Several further
studies can be mentioned showing the same result. All of these support our proposal that
the managers of organizations should pay emphasized attention on workplace-stress and
its consequences.
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