OCCUPATIONAL STRESS MANAGEMENT BASED ON LEVEL AND SOURCE OF WORK STRESS ON MANAGERIAL EMPLOYEES
Abstract
Sources and stress levels have been conceptualized from several theoretical and empirical perspectives. Conceptual and empirical papers now knew the causes and outcomes of workplace stress and efforts to prevent and manage stress. Moreover, the relationship between job stress and the results traced in depth includes the variables that moderate the relationship. This paper aims to identify managers' perceptions concerning source variation and stress levels related to their roles and functions so that strategies and policies will be obtained according to the stresses experienced by managers. After an extensive review of the literature, researchers found that managers at any organizational level would experience high levels of stress, moderate stress, and low-stress. Role ambiguity is a major cause of low-stress levels among managers. Responsibility for others is the greatest cause of moderate stress levels and career development as a major cause of stress at high-stress levels. The strategy is to provide a stress-free working environment by creating a supportive organizational culture and system. It is recommended for future researchers to explore the sources of stress and prevention more extensively associated with the frequency and variety of stress levels for both managerial and non-managerial employees.
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Abstrak
Sumber dan tingkat stres telah dikonseptualisasikan dari sejumlah perspektif teoritis dan empiris. Makalah konseptual maupun empiris sekarang adalah mengetahui penyebab dan hasil dari stres di tempat kerja dan usaha untuk mencegah dan mengelola stres. Apalagi hubungan antara stres kerja dan hasilnya ditelusuri secara mendalam termasuk variabel-variabel yang memoderasi hubungan tersebut. Makalah ini bertujuan ingin mengidentifikasi lebih dalam persepsi manajer terkait dengan variasi sumber dan tingkat stres yang dikaitkan dengan peran dan fungsi mereka, sehingga akan diperoleh strategi dan kebijakan yang sesuai dengan penyebab stres yang dialami karyawan di level manajerial. Setelah meninjau literatur yang ekstensif, peneliti menghasilkan bahwa Manajer pada level organisasi apapun akan mengalami tingkat stres kerja baik stres tinggi, stres moderat, dan stres rendah. Ambiguitas peran merupakan penyebab utama tingkat stres rendah di antara manajer. Responsibility for others merupakan penyebab terbesar tingkat stres moderat dan career development sebagai penyebab stres utama pada tingkat stres tinggi. Strategi untuk memastikan kesehatan dan kesejahteraan karyawan adalah dengan menyediakan lingkungan kerja yang bebas dari stres yaitu dengan menciptakan budaya dan sistem organisasi yang Mendukung, stres audit, konseling, pendidikan dan pelatihan, inisiatif keseimbangan kerja. 

Kata kunci : manajer; stres kerja; manajemen stress.
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INTRODUCTION
The phenomenon of stress is a new dimension to human resource management. Dynamic working conditions and the increasing complexity of the organization's business leaders to higher levels of job stress for employees (Jetha, Kernan, & Kurowski, 2017). Job stress has been identified as one of the most significant problems of the workplace in different countries (Atkins et al., 2017). Stress in the workplace can be a real problem with the organization as well as for its workers. Therefore, good management and good work organization are the best forms of stress prevention. There are several reasons why stress problems related to the organization need to be raised to the surface at this time (Chiang, Birtch, & Kwan, 2010). Among these are (1) the problem of stress is a matter that has recently been hotly discussed, and its position is very important about employee productivity; (2) in addition to being influenced by factors that are sourced from outside the organization, stress is also much influenced by factors that come from within the organization. Therefore, it is necessary to realize and understand its existence; (3) an understanding of the sources of stress accompanied by an understanding of ways to overcome them, is essential for employees and anyone else involved in the organization for the sake of a healthy and effective organization; (4) many of us are part of one or several organizations, both as superior and subordinate, experiencing stress even at a very low level; (5) in an age of advancement in all areas as today human beings are getting busy. Working instruments are increasingly modern and efficient, on the other hand, the workload in organizational units is also increasing. This situation will, of course, require larger staff energy than the previous one, as a result, the pressure of stress at a fairly high level will be felt.

High job demands and rapid changes in the workplace have resulted in a higher role and the role of conflict among managers (O’Reilly & Tushman, 2011). Shahzad, Azhar, & Ahmed, (2013) argues that managers have reached senior level positions typically have higher levels of responsibility for performance, learning, development, growth, and another social support and this is a key ingredient of their work so that factors of work demanding cognitive, emotional, and social demands that can lead to increased work pressure on senior-level managers (Idris, 2011; Jacobs, Hassell, & Johnson, 2013). Meanwhile, Mohr & Wolfram, (2010) suggests that middle managers have specificity in carrying out management functions laden with collisions and contradictions that can cause stress for him. In carrying out its functions, namely planning, organizing, staffing, leading, and controlling, middle managers " face-up " to their leaders, " face down " to their employees, " face to side " to colleagues, and " fade out " too wide of its service users. The middle manager in appreciating his role in managing his management function of an organizational climate is not easy because he will experience various conflicts and contradictions that can cause stress for him. Such disagreements lead to a deeper review of stress levels at the manager level when associated with their functions and roles. Also, many researchers have previously examined the source/antecedent of occupational stress in terms of the intensity of the causes of work stress among business managers (Mohr & Wolfram, 2010; Malik, 2011; Steinisch et al., 2013), but there appear to be some things that include manager perceptions of sources and levels of work stress due to demographic variables and their impact on health and pressure (Lu, Kao, Siu, & Lu, 2011; Mosadeghrad, 2013).

Therefore, this paper aims to address gaps between the empirical literature, level analysis, and causes of stress in the workplace at the manager level and what causes these variations in stress levels and sources. Expect from knowing the level and causes of stress variations can be designed strategies and policies in managing work stress at the management level. Research on the stress phenomenon in the workplace among managers is very interesting. This is because people from managerial positions experience more work stress than people from non-managerial positions (Hsu & Fan, 2010; Veličković et al., 2014). Survey results show that managers have recently experienced an 88% stress increase (De Vibe et al., 2013) and most of them experience greater work pressures than they can (Murphy & Doherty, 2011). Give the role of managers in higher management must understand the nature of stress so that they can design strategies and policies, which will protect employees from the negative impact. Most studies are related to the reasons for job stress and the relationship of work to managers in different organizations of different countries and done in other developed countries (Bhagat et al., 2010). Shields, Sazma, & Yonelinas, (2016) argues that executives working in countries characterized by rapid economic, technological, and social changes tend to report more mental health problems and job dissatisfaction than their counterparts in the developed world. From the previous statement, it is very interesting if this paper can examine more deeply about the level and causes of stress at the manager level, especially in two different groups of countries that are managers in developed countries and managers in developing countries. Source and level of work stress in developed countries which will be reviewed for this paper are Spain, Eat-European (Bulgaria, Poland, Romania, Estonia, Romania, Ukraine), West-European (Belgium, France, Sweden, UK), Far East (China, Japan, Taiwan, Hongkong), and Anglosaxon (USA, Canada, South Africa). Meanwhile, the source and level of work stress in developing countries to be reviewed are Bangladesh, Pakistan, Malaysia, and India. So that later will be obtained information that can be used as a basis for designing strategies and policies in managing and coping with stress in the workplace. This paper also wants to discuss the direction of further research, especially at different levels of managers.
Workplace Factors Causing Stress
The workplace is an important source of both stressful demands and pressures, and the structural and social resources to cope with stress. Workplace factors found to be associated with stress and health risks can be categorized as those relating to job content and their relation to the social and organizational work context (figure 1). Those who are intrinsic to work include hours, overwork, time pressure, difficult or complicated tasks, lack of rest, lack of variation, and poor physical working conditions (e.g. Space, temperature, light). Unclear work or conflicting roles and limits can cause stress, as it relates to responsibility for others. Possible job development factors are an important predictor of current pressures, promotion, lack of training, and work in security impacting on the occurrence of stress. There are two other sources of stress, or a buffer against stress: work relationships, and organizational culture. Managers who are critical, demanding, not supportive, or intimidating, able to create stress, while positive social work dimensions and good teamwork can alleviate stress. An organizational culture like no payments for overtime or presenteeism causes stress. On the other hand, organizational culture relates to decision making, such as involving employees in organizational management in an integrated manner, providing facilities and recreation can reduce stress. Organizational change, such as inadequate consultation, is a huge source of stress. These changes include mergers, relocation, restructuring, or "downsizing", individual contracts, and redundancies within the organization.
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Figure 1. Model of Work Stress

Sources: Michie, (2002)
Conservation Theory, Theory Hobfoll & Wells, (1998) argues that loss of resources, social and psychological experiences are the dominant sources of stress. The Demand Control Support Model Chien et al., (2011) identifies high job demands and low control as a significant source of stress. Job Demands-Resources model, Schaufeli, (2017) demonstrate a more complex set of dynamics where high job demands (mental, emotional, and physical) coupled with low resources (such as supervision support and poor feedback) lead to tension and decline motivation. Other studies have found that conflicts can be very stressful (Ilies, Johnson, Judge, & Keeney, 2011), especially in health care settings (Kath, Stichler, Ehrhart, & Sievers, 2013).
Causes and Consequences of Occupational Stress
Workplace pressures and challenges are inevitable. Because the demands of the workplace or the stakeholders are growing at the times of the increasingly demanding individuals and organizations become competitive. Pressure or challenge is usually accepted by a person if the required resources are available adequately. However, when the pressure becomes excessive, then workers will experience stress, and stress can damage the health of workers and organizational performance.

About stress, Smollan, (2015) divides three categories of potential causes of stress i.e. Environment, organization, and individuals. Environmental uncertainties affect the design of the organizational structure. The uncertainty also affects the level of stress among employees in an organization. The organizational structure determines the degree of differentiation within the organization, the level of rules and regulations, and where decisions are made. Excessive rules and lack of participation in decision-making that impact on employees is a potential source of stress.

In the work context, some instruments have classified sources of stress. Barrick, Mount, & Li, (2012) focused on five key groups: psychological demands, lack of latitude decisions, lack of social support, physical demands, and job insecurity. Van Bogaert et al., (2017) identify six main sources of burnout: workload, lack of control, low appreciation, inadequate community / social factors), injustice, and improper values. The ASSET instrument Johnson, O’Connor, Jacobs, Hassell, & Ashcroft, (2014) contains seven categories: employment relationship, work-life balance, overload, job security, control, resources and communication, salary, and benefits. Michie, (2002) and McVivar, Munn-Giddings, & Seebohm, (2010) present various types of stress into five general categories: factors intrinsic to the job, role in the organization, relationships at work, career development, organizational structure, and climate. This category tends to dominate early research in the field of stress at work.

In reviewing more than a hundred qualitative studies on the stresses on country variations, sexes, and occupations, (Mazzola, Schonfeld, & Spector, 2011) found the most common stresses were interpersonal conflicts, workload, "overly restrictive or arbitrary policies" and inadequate resources. Researchers believe that a qualitative approach can help management to understand not only what causes stress, but also why certain issues are very stressful and how employees overcome them.

Several studies have shown that work stress can cause negative consequences for individuals and the workplace. Negative effects of job stress include decreased performance or decreased productivity, reduced customer service levels, absenteeism, turnover, accidents, alcohol and drug use, and deliberate destructive behavior Ahmed & Ramzan, (2013). A study shows that a job emphasizes a person tends to have greater job dissatisfaction, increased absence, increased frequency of drinking and smoking, improves negative psychological symptoms, and reduces aspirations and self-esteem (Jayashree, 2010). Various studies have shown that workers suffering from stress show a decrease in the number of higher accidents, lower morale, and greater interpersonal conflict with colleagues and superiors (Burnett & Pettijohn, 2015; Leung, Chan, & Yu, 2012). Data collected from the U.S. Labor, Bureau of Labor Statistics show that employees who are very stressed or anxious tend to be more on leave (Cosio, Olson, & Francis, 2011).

Strategies for Manage Stress

The ability of people to mobilize and succeed or fail to cope with stress factors is called copping, adjusting to stress, or self-management stress. Studies with an interest in how to cope with stress have increased dramatically from the 80s. Stress management refers to all the ways that are used objectively or subjectively to respond to stressful situations felt by the individual. An anti-stress strategy involves a very high cost, but it brings great benefits, which can be measured financially in improving employee morale. Some organizations have programs designed to help overcome physical and mental health to prevent stress-induced problems and help "do" job stress. They have prophylactic and therapeutic properties. To be effective, then the emphasis should continue from the treatment of prevention (Stoica, 2010). The best solution is prevention, here the detection of stress refers to recruitment and selection (choosing those who are can cope with stress levels for that position), training and development programs (which means acquiring knowledge and capabilities that allow for adjustment of work requirements and stress professional handling) communication within the organization (designed to eliminate aroused ambiguity).

Many studies that have researched on managing job stress in organizational managers show significant results. Stoica, (2010), present several strategies to prevent and reduce stress at both organizational and individual levels in organizations in Romania. Bhui, Dinos, Galant-Miecznikowska, de Jongh, & Stansfeld, (2016) and Michie, (2002) who attempt to review in detail the causes of workplace stress that is studied empirically as well as the literature and illustrates managing stress from individuals and organizations. Meanwhile, Malik, (2011) argues that the HRM department in India should have a focus on measuring and taking steps in managing stress on several managers. Therefore, strategic planning and implementation is a challenge for management. 
Where, there are key points that can be taken by an organization of managing stress, namely: (a) create Supportive Organizational Systems, there should be a decentralized and participative decision-making structure where upward communication is more. Clarify organizational policies to everyone and provide more job control and proper job description. The organizational culture should be such that, innovative thinking is encouraged even if it leads to failed ideas, this also helps in bringing down the stress experienced by the employees; (b) ergonomics and environmental design, need for improvement in the equipment used and their good physical working conditions are in much demand in the present tech-savvy world, and undoubtedly this will become one of the best stress-coping strategies at the organizational level. Therefore, organizations should provide all resources to get better output and avoid workers’ frustration; (c) awareness About New Technology, the use of the computer and other software technology has been inevitable and necessary. Therefore, all the employees should be exposed to various computer tools, and the proper training should be held on a continuous and regular basis; (d) stress counselling, the employees can be provided with a counselor for helping them to deal with work-related and personal problems to understand and solve stress-related problems to control mostly behavioral and emotional outcomes of employees; (f) Educational and Training, programs Plan and develop career paths and provide educational programs specially tailored to suit the employees’ job profiles. The employees can be given weekly sessions of Yoga and other such relaxing exercises so that they can deal with stress more constructively. Lifestyle modification programs at the individual and organizational level are recommended; (g) Organizational get-together and fun, an informal get together would help in creating personal bonds between the various individuals belonging to the organization and this will contribute towards better relations at the workplace; (h) Stress-audit, conducting stress-audit at the organizational level to understand what causes stress and its impact on themselves. This leads to the design of the best suitable strategies for managing stress; (i) Work Balance, initiatives Companies have introduced a variety of strategies to help employees achieve work–life balance in India. They include flexible time options, Job sharing, work from home, use of telecommuting in fulfilling the job, and childcare support; (j) Miscellaneous Organizational Change, the workload should be in line with workers’ capabilities and resources, Job design should stimulate and provide ample opportunities for workers to use their skills, Clarity in workers’ roles and responsibilities, Improved channels of communication, Provide meaningful and timely feedback, and greater responsibility, The organizational goals should be realistic, Have a fair and proper distribution of incentives and salary structure, Promote job rotation and job enrichment, Create an unbiased and safe working environment, Have effective hiring and orientation procedure, Appreciate the employees on accomplishing and Ensuring social interaction opportunities among workers. The fundamental approach to managing stress should be based on openness, honesty, and integrity. It is essential that a mutual understanding between staff and managers is created and developed. If it is not taken care of properly, organizations and their managers must be prepared to face problems of absenteeism, illness, injury, and burnout as a result.

RESULT AND DISCUSSION
Level of Managerial Work Stressors
Some of the literature that examines stress levels in employees at the managerial level shows that most managers experience moderate, low, and high-stress levels (Table 1). Most managers in developing countries experience a moderate stress level (Shahzad et al., 2013; Islam, Jantan, Bashir, Masud, & Roy, 2017). Role ambiguity is the greatest stress trigger for low levels of stress at the manager level. Meanwhile, the lowest stresses of the low-stress level at the manager level are career development (Bangladesh) and responsibility for others (Pakistan). Role ambiguity plays a low level of stress at the managerial level compared to other stress sources. This is because managers assume that the vagueness of roles in certain job situations can still be tolerated by searching for various information related to the role that ultimately is expected to reduce work stress. This is by findings by Shahzad et al., (2013), role ambiguity is the lowest source of stress for managers and even Ram, Khoso Dr., Shah, Chandio, & Shaikih, (2011) found no role ambiguity as for the main factor of work stress trigger.
Table 1.
Source and Level of Job Stress
	Sources of Work Stress
	Level of Work Stress

	
	Low
	Moderate
	High

	Role ambiguity
	1
	5
	5

	Career development
	6
	2
	1

	Responsibility for others
	5
	1
	4

	Role overload (qualitative)
	3
	3
	3

	Role overload (quantitative)
	4
	4
	2

	Role conflict
	2
	6
	1


Sources: Shahzad et al., (2013)
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High levels of stress at the manager level occur due to role conflict and career development factors. Where role ambiguity and responsibility for another gives the lowest contribution to the cause of high-stress level. This is because economic, technological, and social change leads to organizational change and increased work demanding individuals be able to change rapidly in the workplace that ultimately leads to higher role conflict at the manager level. Incompatibility and inability to resolve job demands that must match expectations have an impact on high stress. Besides, the economic crisis that brings organizations of reduction and downsizes in their organizational structure, retirement, and obsolescence will put great pressure on organizational members, especially at the managerial levels in terms of career growth and sustainability (Bispinck, Dribbusch, & Öz, 2010). Frustrating, as it reaches the peak of a person's career or not promoted, can also cause extreme stress.

While the main trigger of moderate stress level at the manager level is responsible for others, and role conflict is the lowest trigger of moderate stress level. This is because different conditions and levels of relationships of superiors, co-workers, and subordinates can dramatically affect a person's feelings that are ultimately identified as significant sources of work stress for organizations such as mental and physical health conditions (Limm et al., 2011; Sally Jacobs, Johnson, & Hassell, 2017). It is also associated with low job satisfaction and lower employee retention. Thus, all the factors of work stress sources have an impact on stress levels, whether high, moderate, or low.

Managers in an organization have different levels, functions, and roles. This certainly affects the level of stress experienced by each manager at different organizational levels. Associated with functions and roles, top managers typically have higher responsibilities for performance, learning, development, growth, and other social support, thus demanding greater cognitive, emotional, and social roles that ultimately lead to high work pressures (Limm et al., 2011). However, the middle manager is more laden with conflicts and controversies that can cause stress for him (Ram et al., 2011; Williams & Wingate, 2012). In carrying out its function (planning, organizing, staffing, leading, and controlling) and its role (interpersonal, informational, a decision-maker), the middle manager has to "upward" that is a leader, "down" that is subordinate, "to side" that is a colleague and "out" to the wider community. To live up to its role to manage management functions of an organizational climate is not easy because the middle manager will experience a variety of conflicts and disagreements that can cause stress. Low manager level is also prone to work conflicts. Where the role of the low manager is responsible for the implementation of all the day-to-day operational activities of the organization that certainly works by their level of ability and expertise. They must carry out a series of tasks according to the instructions of their leader. When the low manager is required to complete many jobs, which are less appropriate to the times available and the limited resources required, the quantitative overload will occur. Excess roles to perform simultaneously have an impact on significant stress (Maier, Laumer, Eckhardt, & Weitzel, 2012). Thus, managers at any organizational level will experience either high, moderate, or low-stress level.

Sources of Managerial Work Stressors
Some work-related stress literature has been identified on many managers in different organizational environmental in two groups of countries (Table 2). First, a group of developing countries represented by Pakistan, Bangladesh, Malaysia, and India. Second, developed country group represented by Spain, West-European (Belgium, France, Sweden, UK), East European (Bulgaria, Poland, Romania, Estonia, Romania, Ukraine), Anglosaxon (USA, Canada, South Africa) and Far Eastern (China, Japan, Taiwan, Hong Kong).

Table 2. 
Source of Job Stress at Managerial Levels in Some Countries

	Stressor
	Country
	References

	Developing Countries
	
	

	Workload, Risk and Danger, video display terminal stress

Demographic Factors
	Malaysia
	Manshor et al., 2003

Sathasivam et al., 2015

	Role overload (qualitative), Role overload (quantitative), Role conflict, role ambiguity, Responsibilities for others, Career development
	Bangladesh
Pakistan
	Islam et al., 2017

Shahzad et al., 2013

	Organisational System, Nature of Job, Role in Organization, Lack of Career Development, Professional Relationship, Work Load, Occupational Frustrations, Increasing use of technology, Changing Society and Culture, Work-life Balance
	India
	Shrivastava, 2015

	Developed Countries
	
	

	Workload, Relationships at work, Homework balance, Manager role, Managerial responsibilities, Daily hassles, Recognition, Organizational climate
	Spanyol
	Poelmans, 1999

	Workload, Relationships at work, Homework balance, Manager role, Managerial responsibilities, Daily hassles, Recognition, Organizational climate
	West-European (Belgium, France, Sweden, UK)
	Poelmans, 1999

	Workload, Relationships at work, Homework balance, Manager role, Managerial responsibilities, Daily hassles, Recognition, Organizational climate
	East European (Bulgaria, Poland, Rumania, Estonia, Ukraine)
	Poelmans, 1999
Stoica & Buicu, 2010

	Workload, Relationships at work, Homework balance, Manager role, Managerial responsibilities, Daily hassles, Recognition, Organizational climate
	Anglosaxon (USA, Canada, South Africa)
	Cavanaugh et al., 2000
Poelmans, 1999

	Workload, Relationships at work, Homework balance, Manager role, Managerial responsibilities, Daily hassles, Recognition, Organizational climate
	Far Eastern (China, Japan, Taiwan, Hong Kong)
	Siu et al., 1999
Poelmans, 1999


Sources: (Poelmans, Chinchilla, & Cardona, 1999; Siu, lu, & Cooper, 1999; Cavanaugh, Boswell, Roehling, & Boudreau, 2000; Manshor, Fontaine, & Choy, 2003; Stoica, 2010; Shahzad et al., 2013; Islam et al., 2017). 
From Table 1 it appears that the source of workplace stress for managers between the two groups of countries is not much different. The sources of work stress in both developing and developed countries are intrinsic to the job, role organization, career development, and relationship at work. Meanwhile, organizational structure and organizational climate factors do not address as a source of work stress. Where Michie, (2002) states in the work stress model, that the source of work stresses comes from intrinsic to the job, role organization, career development, and relationship at work, and organizational structure and climate (see figure 1).

Sources of work stress at the manager level show different results of some developing and developed countries. In developing countries, the lowest source of work stresses comes from role ambiguity (Bangladesh and Pakistan), video to display terminal (Malaysia). Meanwhile, the highest source of job stress comes from a career development (Bangladesh), responsibility for others (Pakistan), new technology (Malaysia). The condition is different from the source of job stress at the managerial level in the developed countries. The highest sources of work stress are a relationship of work (Spanish, East-European, Anglosaxon), workload (West-European, East-European), organizational climate (Anglosaxon), managerial responsibility (Far East). Meanwhile, the homework balances (Spain, Eats-European, West–European, and Anglosaxon), daily hassles (West-European), and role managers (Far Eats) are the lowest stress sources at the managerial level of developed countries. Homework balances and daily hassles alike give the lowest contribution to workplace stress sources. However, in a study conducted by Siu et al., (1999) in 187 managers in Hong Kong and 347 managers in Taiwan that working in various sectors (Public v.s. Private, Indigenous v.s. Multinational, Large v.s. Small) found that the highest source of job stress in a level manager is a relationship or work. This result is in contrast to a study by Garcia-Izquierdo2012 Poelmans et al., (1999) who found that the highest source of job stress in Far East countries including Hong Kong and Taiwan was managerial responsibility.

The reasons for this pattern of difference may lie in the workload that managers must bear in each of their respective companies. In developing countries (Bangladesh, Pakistan, India, and Malaysia), which have undergone economic, technological, and social changes leading to organizational change and increased employment that impact on increasingly higher job demands. The impact of globalization puts extra pressure on traditional industries in these countries. High job demands and rapid changes in the workplace have resulted in higher role conflict among managers (Atterwall & Engqvist, 2016). The individual will experience role conflict when he or she receives a set of unsuitable expectations and must be satisfied together Tang2010 (Tang & Chang, 2010). Thus, role conflict is a source of stress experienced by almost all managers in business organizations in developing countries. This is because of a situation in which managers are incapable of demonstrating the conflicting demands of colleagues and the organization as a whole.

Similarly, in European countries, Anglosaxon, and the Far East, the workload is an important driver of job stress (Poelmans et al., 1999). Just as in Taiwanese countries, managerial and hassles appear to be an important source of work stress. The reason for this pattern is that Taiwan embraces the paternalistic and autocratic culture that governs most organizations in Taiwan, Large v.s. Small, Public v.s. Private (Alon, Child, Li, & Mcintyre, 2011; Sarafis et al., 2016). Autocratic work behavior leads to a lack of clear and legitimate definition of job roles. This often leads to workload and role conflict. Role ambiguity is the lowest source of stress for managers in Pakistan and Bangladesh. However, most managers experience moderate in high-stress levels due to role ambiguity. Role ambiguity occurs when a person is unsure of what kind of work behavior should be done in a particular job situation. In this case, when there is a lack of information related to the role of an employee, the role ambiguity arises and this is consistent with the results of the study (Holohan, 2018). In contrast, the study of Atterwall & Engqvist, (2016) found role ambiguity as not a major factor causing stress among managers.

Role conflict is found as the most important source of stress in the Bangladesh business organization. Similarly, organizations in Pakistan generally seek generalists who have many skills to perform many tasks. This has an impact on quantitative overload compared to a qualitative change. Managers in Pakistan are expected to perform tasks that are not in line with the resources required. When individuals have more than one role to perform simultaneously, they feel overloaded and experience significant stress. According to Abele & Volmer, (2011) and Makela, Lamsa, Heikkinen, & Tanskanen, (2017) quantitative overload is generated from the demands of job attainment, which do not correspond to the time available to do the necessary work. Shim, (2010), Mélan & Cascino, (2014) and Kuschel, (2015) found that qualitative and quantitative overload is responsible for depression, confidence reduction, issues with attention, frustration, anxiety, and workplace accidents. The statement is following the results of the research of (Quick & Henderson, 2016).
The condition and level of individual relationships with different employees in the workplace have also been identified as a significant source of work stress in various organizations (Sally Jacobs et al., 2017). Where, developing countries (Malaysia, Bangladesh, Pakistan, and India) generally have a collectivist culture where social harmony, collective growth, and cohesiveness are highly valued and require an informal part of the social setting (Hofstede, Hofstede, & Minkov, 2005), so that something is desired and any confrontation is considered a threat to society awangidris2010 (Manshor et al., 2003). Managers in Eastern European countries generally feel more pressure coming from the work environment than managers in other continents. Spain also scored the highest on the source of stress from the working environment than the countries of Western Europe, Eastern Europe, and Anglosaxon (Poelmans et al., 1999). Unlike managers in Hong Kong who have a lot of stress control over their environment that ultimately affects fewer sources of work stress. This is because Hong Kong has long known the style of Western management, the employees, especially managers are very concerned about the organizational climate in their company (Siu et al., 1999). When managers, working in different configurations and changing from very diverse people often from different cultures can ultimately lead to work stress. Various organizational cultures foster values, attitudes, and work styles and create a psychologically distinct work environment and a psychological contract between employers and employees  (Jahanian & Behdad, 2012; Kushwaha, 2014; Sahoo, 2016; Panigrahi, 2016). This cultural difference has provoked them difficulty adapting to each other. However, we hope that when employees at this managerial level begin to adapt to their organizational culture then this difference can be reduced

The economic crisis has brought the organization of a reduction in the layers of management, streamlining, stagnation, and survival strategies which in turn will put enormous pressure on organizational members in terms of career growth and sustainability (Bispinck et al., 2010). When employees have difficulty in career advancement in organizations, they feel career stress (Jalagat, 2017). Working in a Bangladeshi business organization is extremely stressful for managerial-level employees and career development opportunities available to managers are becoming less frequent and difficult (Islam et al., 2017). On the other hand, limited support equipment, scarcity of raw materials or resources, organizational expectations of excessive employees in different jobs seem to always make managers in developing country business organizations such as Malaysia become depressed (Manshor et al., 2003). Coupled with the lack of support facilities for employees to carry out the tasks they need.
As a result of the job stress, the average employee at the managerial level in both developing and developed countries have undergone to decreased job satisfaction, decreased mental and physical health, the high intention of stopping or out of work, and high absenteeism (Siu et al., 1999; Poelmans et al., 1999; Islam et al., 2017). This is consistent with the statement Jayashree, (2010) that a job emphasizing individuals tends to have greater job dissatisfaction, increased absence, increased frequency of drinking and smoking, improving negative psychological symptoms, and reducing aspirations and self-esteem. Ambiguity roles and conflict roles are identified as low confidence predictors, low motivation, tension, job dissatisfaction, and intention to go (Palomino & Frezatti, 2016). On the other hand, when an employee is perceived to perform a certain role, but this is contrary to others, role conflict arises (Tang & Chang, 2010). It is also identified as a major predictor of increasing anxiety and extreme tension and dissatisfaction (Hoboubi, Choobineh, Kamari Ghanavati, Keshavarzi, & Akbar Hosseini, 2017).

Manage Work Stress
The problem of work stress has been extensively studied mainly because of the negative impact it has on the organization and employees. Some organizations have programs designed to help physical and mental health workers to prevent stress-related problems and help "do" job-related stress. Stress management is an important part of maintaining good physical and emotional health and healthy relationships with others. It is important to know the different causes of job stress at different levels of managers so that organizations can find the right strategy to prevent and manage them.

The best strategy for dealing with work stress can be the organization by redesigning the demands, knowledge and abilities, support, and control of an employee's work at the managerial level (Khalil Wani, 2013). Michie, (2002) suggests that most interventions reduce occupational stress-related health risks in the workplace also involve individual and organizational approaches. Individual approaches, including training and psychology services, employment, health, or counseling. It is hoped that such an approach can develop the skills and self-confidence to change their situation, not to help them adapt and accept stressful situations. Prevention and management of workplace stress also require organizational level intervention because it is this organization that creates stress. Organizational interventions can range from the structure (e.g. Staffing levels, work schedule, physical environment) to psychological (e.g., Social support, job control, participation). The stress hazard analysis in the workplace should take into account all aspects of its design and management, and its social and organizational context. Although the priority is prevention, safeguards can be introduced to control risk and reduce the effects of existing hazards. 
Here's how to assess and mitigate the risks associated with occupational exposure to occupational hazards (Michie, 2002): (1) Identify hazards, identify existing stresses to work and work conditions, for specific groups of employees, and make assessments of the level of exposure; (2) Hazard assessment, gather evidence that exposure to these stress factors is associated with health problems in the assessed group or broader organization. This should include a wide range of health-related outcomes, including general malaise symptoms and specific disorders, and organizational and health-related behaviors such as smoking and drinking, and disease absence; (3) Identify possible risk factors, explore the link between exposure to stressors and hazard measures to identify possible risk factors of the group level, and to estimate their size and/or significance; (4) Description of the mechanisms underlying, understanding and explaining possible mechanisms of exposure to stressors related to damage to the health of assessment groups or organizations; (5) Audit existing management controls and employee support systems, identify and assess all existing management systems, both with stressor control and work stress experiences, and concerning providing support for employees with problems; (6) Recommendations of residual risk, execute management controls and existing employee support systems to the correct account, make recommendations of residual risks associated with risk factors that may be related to occupational stress.
Although several previous studies have well-documented strategies for preventing and managing occupational stress, the strategies for managing occupational stress related to sources and levels of work stress to reduce problems are rare. A stress management approach that concentrates on changing individuals without altering the source of stress is limited effectiveness and may be counterproductive by making these sources (Michie, 2002). The study found that, First, The main cause of low-stress level in a manager is an ambiguous role, followed by role conflict, qualitative and quantitative overload, responsibility for others, and the last is career development. This ambiguity rule occurs when employees at the managerial level are less certain of the type of work they have to do and the condition is aggravated by the lack of information related to the role of the manager. Higher work demands and rapid changes in the workplace have resulted in higher role conflict among managers. For that reason, the balance of workload and the ability and resources of workers need to be done. The work design should be stimulating and provide wide opportunities for employees at the managerial level to use their skills, clarity about the roles and responsibilities of workers, the improvement of communication channels, the provision of meaningful and timely feedback, and greater responsibility should be taken. Organizational goals must be realistic, have a fair and appropriate distribution of incentives and salary structures, create an unbiased and safe work environment, have effective recruitment and orientation procedures, reward employees in solving and ensure social opportunities for interaction among workers is an alternative solution to overcome the level low stress due to the ambiguous role. Openness, honesty, integrity, understanding is important to be created and developed by managers and staff. 

Second, At a moderate stress level, responsibility for others is a major cause of work stress, followed by career development, qualitative and quantitative role overload, ambiguous roles, and finally, conflict rule. Taking other responsibilities and role advantages are two other important factors related to the role, which are performed by employees within the organization. When an employee has more than one role to perform simultaneously, they feel overloaded and experience significant stress. Consequently, negative impacts on individual performance are falling, and this leads to negative work (Sally Jacobs et al., 2017; Limm et al., 2011). Therefore, doing audit stress at the organizational level to understand what causes stress and its impact on themselves needs to be done. Also, organizations need to take initiative in introducing strategies to help employees at the managerial level to achieve work-life balance, including flexible timing, work sharing, work at home, use of telecommuting in the workplace, and organizational support related to roles of employee dual at the level manager.
Third, High levels of stress in managers are caused sequentially by career development, qualitative and quantitative role overload, responsibility for others, ambiguous roles, and conflict rules. When employees have difficulty in career advancement in organizations, they feel career stress (Jalagat, 2017). Planning and developing career paths and providing tailor-made educational programs to fit employee job profiles at the managerial level is indispensable to the organization. Employees can be given a relaxing workout session so they can cope with more constructive stress. Besides, lifestyle modification programs at the individual and organizational levels are highly recommended. Informal cooperation will help create a relationship of work between various individuals that are members of the organization. More upward communication is needed with decentralization and a clear participation decision structure. Clarify organizational policies for everyone and give more job control and a proper job description needs to be done. Innovative thinking that leads to the prevention of failed ideas also helps reduce work stress

CONCLUSION 
Judging from the existing literature on work stress, it was found that job stress was a real challenge for individuals and organizations. Managers at any organizational level will experience high levels of work stress, moderate stress, and low stress. Role ambiguity is a major cause of low-stress levels among managers. Responsibility for others is the biggest cause of moderate stress levels and career development as a major cause of stress at high-stress levels. However, the extent to which the frequency of stress levels (high, moderate, low) in affecting the existence of manager level (top, middle, low) when associated with the function and role needs further research. 
The phenomenon that is currently a new dimension to human resource management is stress in the workplace. Good management is not only characterized by its concern for improving the welfare of its employees, but also its care in improving the health and well-being of its employees. A strategy to ensure the health and well-being of employees is to provide a stress-free work environment. Measures to assess and reduce stress tend to be more difficult in diverse and challenging jobs such as maintaining health, but the effectiveness of organizational interventions to reduce or eliminate sources of stress depends on a good understanding of the stress phenomenon experienced by managers. Several studies have documented well the stress sources that occur at managerial levels of the role in the organization (role ambiguity, role conflict, responsibility for people), intrinsic to the job (work overload, poor physical working condition), career development, the relationship at work. This requires further research on how to detect the most effective stress symptoms when individuals experience early difficulties so that stress prediction can be known early.

Stress should be viewed as helpful information to guide action, not as a weakness of the individual. Some organizations have programs designed to help physical and mental health workers to prevent stress-related problems and help "do" job-related stress. Success in managing and preventing stress will depend on the organizational culture (Amilia & Nugrohoseno, 2014). A culture of openness and mutual understanding among important managers is built. Building on this culture requires active leadership, role models from the top of the organization, the development, and application of stress policies throughout the organization. Systems to identify problems early and review the effectiveness of strategic interventions in managing stress need to be developed. Similarly, the involvement in relevant unions and the health and safety committee also needs to be considered. This requires further research on the role of organizational culture as a medium in managing and preventing stress. Besides, active leadership roles, top management initiatives, knowledge, and abilities, as well as organizational support and control, can be used as moderation in dealing with work stress.
REFERENCES
Abele, A. E., & Volmer, J. (2011). Dual-Career Couples: Specific Challenges fir Work-Life Integration. In Creating Balance? (pp. 173–189). https://doi.org/10.1007/978-3-642-16199-5

Ahmed, A., & Ramzan, M. (2013). Effects of Job Stress on Employees Job Performance A Study on Banking Sector of Pakistan. IOSR Journal of Business and Management, 11(6), 61–68. https://doi.org/10.9790/487x-1166168

Alon, I., Child, J., Li, S., & Mcintyre, J. R. (2011). Globalization of Chinese Firms: Theoretical Universalism or Particularism. Management and Organization Review, 7(2), 191–200. https://doi.org/10.1111/j.1740-8784.2011.00234.x

Amilia, S. P. N., & Nugrohoseno, D. (2014). Pengaruh Budaya Organisasi dan Stres Kerja terhadap Kepuasan Kerja Karyawan pada PT. Kereta Api Indonesia Persero Daop 8 Surabaya. BISMA (Bisnis Dan Manajemen), 7(1), 26–33. https://doi.org/10.26740/bisma.v7n1.p26-33

Atkins, L., Francis, J., Islam, R., O’Connor, D., Patey, A., Ivers, N., … Michie, S. (2017). A guide to using the Theoretical Domains Framework of behaviour change to investigate implementation problems. Implementation Science, 12(1), 77. https://doi.org/10.1186/s13012-017-0605-9

Atterwall, H., & Engqvist, A. (2016). To Cope with Role Conflict and Work Stress : A Middle Managerial Perspective. Jonkoping University.

Barrick, M., Mount, M., & Li, N. (2012). The Theory of Purposeful Work Behavior: The Role of Personality, Higher-Order Goals, and Job Characteristics. Academy of Management Review, 38(1), 132–153. https://doi.org/10.5465/amr.10.0479

Bhagat, R. S., Krishnan, B., Nelson, T. A., Leonard, K. M., Moustafa, K., & Billing, T. K. (2010). Organizational stress, psychological strain, and work outcomes in six national contexts: A closer look at the moderating influences of coping styles and decision latitude. Cross Cultural Management, 17(1), 10–29. https://doi.org/10.1108/13527601011016880

Bhui, K., Dinos, S., Galant-Miecznikowska, M., de Jongh, B., & Stansfeld, S. (2016). Perceptions of work stress causes and effective interventions in employees working in public, private and non-governmental organisations: a qualitative study. In BJPsych Bulletin (Vol. 40). https://doi.org/10.1192/pb.bp.115.050823

Bispinck, R., Dribbusch, H., & Öz, F. (2010). Impact of the economic crisis on employees. Retrieved from https://www.boeckler.de/pdf/p_wsi_report_2_10_english.pdf

Burnett, M., & Pettijohn, C. (2015). Investigating the efficacy of mind-body therapies and emotional intelligence on worker stress in an organizational setting: An experimental approach. Journal of Organizational Culture, Communications and Conflict, 19(1), 146–158.

Cavanaugh, M. A., Boswell, W. R., Roehling, M. V., & Boudreau, J. W. (2000). An empirical examination of self-reported work stress among U.S. managers. Journal of Applied Psychology, 85(1), 65–74. https://doi.org/10.1037/0021-9010.85.1.65

Chiang, F. F. T., Birtch, T. A., & Kwan, H. K. (2010). The moderating roles of job control and work-life balance practices on employee stress in the hotel and catering industry. International Journal of Hospitality Management, 29(1), 25–32. https://doi.org/10.1016/j.ijhm.2009.04.005

Chien, T. W., Lai, W. P., Wang, H. Y., Hsu, S. Y., Castillo, R. V., Guo, H. R., … Su, S. Bin. (2011). Applying the revised Chinese job content questionnaire to assess psychosocial work conditions among Taiwan’s hospital workers. BMC Public Health, 11(1), 478. https://doi.org/10.1186/1471-2458-11-478

Cosio, S. E., Olson, L., & Francis, J. P. (2011). Social Support and Occupational Stress among Schoolteachers. Graduate Student Journal of Psychology, 13(1), 55–60. https://doi.org/10.1080/0305569810070108

De Vibe, M., Solhaug, I., Tyssen, R., Friborg, O., Rosenvinge, J. H., Sørlie, T., & Bjørndal, A. (2013). Mindfulness training for stress management: A randomised controlled study of medical and psychology students. BMC Medical Education, 13(1), 107. https://doi.org/10.1186/1472-6920-13-107

Hobfoll, S. E., & Wells, J. D. (1998). Conservation of Resources, Stress, and Aging. In Handbook of Aging and Mental Health (pp. 121–134). https://doi.org/10.1007/978-1-4899-0098-2_6

Hoboubi, N., Choobineh, A., Kamari Ghanavati, F., Keshavarzi, S., & Akbar Hosseini, A. (2017). The Impact of Job Stress and Job Satisfaction on Workforce Productivity in an Iranian Petrochemical Industry. Safety and Health at Work, 8(1), 67–71. https://doi.org/10.1016/j.shaw.2016.07.002

Hofstede, G., Hofstede, G. J., & Minkov, M. (2005). Culture and Organizations : Software of The Mind. In International Studies of Management & Organization. https://doi.org/10.1080/00208825.1980.11656300

Holohan, J. (2018). An Exploration of How the Alignment of Business and Information Systems Strategies is Practiced by Information Systems Managers in Ireland ’ s Institutes of Technology.

Hsu, M. L. A., & Fan, H. L. (2010). Organizational innovation climate and creative outcomes: Exploring the moderating effect of time pressure. Creativity Research Journal, 22(4), 378–386. https://doi.org/10.1080/10400419.2010.523400

Idris, M. K. (2011). Over time effects of role stress on psychological strain among malaysian public university academics. International Journal of Business and Social Science, 2(9), 154–161. https://doi.org/10.1108/14637151211225225

Ilies, Gr., Johnson, M. D., Judge, T. A., & Keeney, J. (2011). A within-individual study of interpersonal conflict as a work stressr: Dispositiona and situational moderators. Journal of Organizational Behavior, 32(1), 44–64. https://doi.org/10.1002/job

Islam, M., Jantan, A., Bashir, M., Masud, M., & Roy, B. (2017). Work stress among managers of business organizations in Bangladesh. The International Journal of Business and Management, 5(10), 16–23.

Jacobs, S, Hassell, K., & Johnson, S. (2013). Managing workplace stress to enhance safer practice in community pharmacy: a scoping study. In Phamarcy Research UK. Retrieved from https://scholar.google.com.mx/scholar?start=140&q=(workers+OR+employed)+AND+(depression+AND+anxiety+AND+stress)+AND+(absenteeism+AND+presenteeism)+AND+(workplace+OR+work+OR+economic+activity)+AND+(robust+OR+robustness)+AND+(randomized+OR+panel+OR+differen

Jacobs, Sally, Johnson, S., & Hassell, K. (2017). Managing workplace stress in community pharmacy organisations: lessons from a review of the wider stress management and prevention literature. International Journal of Pharmacy Practice, 26(1), 28–38. https://doi.org/10.1111/ijpp.12360

Jahanian, R., & Behdad, B. (2012). Stress Management in the Workplace. International Journal of Academic Research in Economics and Management Sciences, 1(6), 1–9.

Jalagat, R. (2017). Determinants of Job Stress and Its Relationship on Employee Job Performance. American Journal of Management Science and Engineering, 2(1), 1–10. https://doi.org/10.11648/j.ajmse.20170201.11

Jayashree, R. (2010). Stress Management with Special Reference to Public Sector Bank Employees in Chennai Rajendran. International Journal of Enterprise and Innovation Management Studies (IJEIMS), 1(3), 34–39.

Jetha, A., Kernan, L., & Kurowski, A. (2017). Conceptualizing the dynamics of workplace stress: A systems-based study of nursing aides. BMC Health Services Research, 17(11), 12. https://doi.org/10.1186/s12913-016-1955-8

Johnson, S. J., O’Connor, E. M., Jacobs, S., Hassell, K., & Ashcroft, D. M. (2014). The relationships among work stress, strain and self-reported errors in UK community pharmacy. Research in Social and Administrative Pharmacy, 10(6), 885–895. https://doi.org/10.1016/j.sapharm.2013.12.003

Kath, L. M., Stichler, J. F., Ehrhart, M. G., & Sievers, A. (2013). Predictors of nurse manager stress: A dominance analysis of potential work environment stressors. International Journal of Nursing Studies, 50(11), 1474–1480. https://doi.org/10.1016/j.ijnurstu.2013.02.011

Khalil Wani, S. (2013). Job stress and its impact on employee motivation: a study of a select commercial bank. International Journal of Business and Management Invention ISSN, 2(3), 13–18. Retrieved from www.ijbmi.org

Kuschel, K. (2015). Quantitative and Qualitattive Work Overload and Its Double Effect on The Work-Famiy Interface (Vol. 27). https://doi.org/10.1377/hlthaff.2013.0625

Kushwaha, S. (2014). Stress Management At Workplace. Global Journal of Finance and Management, 6(5), 469–472. Retrieved from http://www.ripublication.com

Leung, M. Y., Chan, I. Y. S., & Yu, J. (2012). Preventing construction worker injury incidents through the management of personal stress and organizational stressors. Accident Analysis and Prevention, 48, 156–166. https://doi.org/10.1016/j.aap.2011.03.017

Limm, H., Gündel, H., Heinmüller, M., Marten-Mittag, B., Nater, U. M., Siegrist, J., & Angerer, P. (2011). Stress management interventions in the workplace improve stress reactivity: A randomised controlled trial. Occupational and Environmental Medicine, 68(2), 126–133. https://doi.org/10.1136/oem.2009.054148

Lu, L., Kao, S. F., Siu, O. L., & Lu, C. Q. (2011). Work stress, Chinese work values, and work well-being in the Greater China. Journal of Social Psychology, 151(6), 767–783. https://doi.org/10.1080/00224545.2010.538760

Maier, C., Laumer, S., Eckhardt, A., & Weitzel, T. (2012). When Social Networking Turns to Social Overload: Expaining The Stress, Emotional Exhaustion, and Quitting Behavior from Social Network Site;s Users. European Conference on Information Systems (ECIS), 1–13. Retrieved from http://aisel.aisnet.org/ecis2012%0Ahttp://aisel.aisnet.org/ecis2012/71

Makela, L., Lamsa, A.-M., Heikkinen, S., & Tanskanen, J. (2017). Work-to-personal-life conflict among dual and single- career expatriates–is it different for men and women? Journal of Global Mobility.

Malik, N. (2011). A study on occupational stress experienced by private and public banks employees in Quetta City. African Journal of Business Management, 5(8), 3063–3070. https://doi.org/10.5897/AJBM10.199

Manshor, A. T., Fontaine, R., & Choy, C. S. (2003). Occupational stress among managers: A Malaysian survey. Journal of Managerial Psychology, 18(6), 622–628. https://doi.org/10.1108/02683940310494412

Mazzola, J. J., Schonfeld, I. S., & Spector, P. E. (2011). What qualitative research has taught us about occupational stress. Stress and Health, 27(2), 93–110. https://doi.org/10.1002/smi.1386

McVivar, A., Munn-Giddings, C., & Seebohm, P. (2010). “Workplace stress interventions using participatory action research designs.” International Journal of Workplace Health Management, 6(1), 18–37.

Mélan, C., & Cascino, N. (2014). A multidisciplinary approach of workload assessment in real-job situations: Investigation in the field of aerospace activities. Frontiers in Psychology, 5, 964. https://doi.org/10.3389/fpsyg.2014.00964

Michie, S. (2002, February 16). Causes and management of stress at work. Occupational and Environmental Medicine, pp. 67–72. https://doi.org/10.1136/oem.59.1.67

Mohr, G., & Wolfram, H. J. (2010). Stress Among Managers: The Importance of Dynamic Tasks, Predictability, and Social Support in Unpredictable Times. Journal of Occupational Health Psychology, 15(2), 167–179. https://doi.org/10.1037/a0018892

Mosadeghrad, A. M. (2013). Occupational stress and turnover intention: Implications for nursing management. International Journal of Health Policy and Management, 1(2), 169–176. https://doi.org/10.15171/ijhpm.2013.30

Murphy, F., & Doherty, L. (2011). The experience of work life balance for Irish senior managers. An International Journal, 30(4), 252–277. https://doi.org/10.1108/GM-12-2013-0140

O’Reilly, C. A., & Tushman, M. L. (2011). Organizational Ambidexterity in Action: How Managers Explore and Exploit. California Management Review, 53(4), 5–22. https://doi.org/10.1017/CBO9781107415324.004

Palomino, M. N., & Frezatti, F. (2016). Role conflict, role ambiguity and job satisfaction: Perceptions of the Brazilian controllers. Revista de Administração, 51(2), 165–181. https://doi.org/10.5700/rausp1232

Panigrahi, A. (2016). Managing stress at workplace. Journal of Management Research and Analysis, 3(4), 154–160. https://doi.org/10.18231/2394-2770.2016.0001

Poelmans, S., Chinchilla, M. N., & Cardona, P. (1999). An Exploratory Study of Managerial Stress in Spain. In In 1st Conference of the Iberoamerican Academy of Management. Barcelona.

Quick, J. C., & Henderson, D. F. (2016). Occupational stress: Preventing suffering, enhancing wellbeing. International Journal of Environmental Research and Public Health, 13(5), 459. https://doi.org/10.3390/ijerph13050459

Ram, N., Khoso Dr., I., Shah, A. A., Chandio, F. R., & Shaikih, F. M. (2011). Role conflict and role ambiguity as factors in work stress among managers: A case study of manufacturing sector in Pakistan. Asian Social Science, 7(2), 113–117. https://doi.org/10.5539/ass.v7n2p113

Sahoo, S. R. (2016). Management of Stress at Workplace. Type: Double Blind Peer Reviewed International Research, 16(6), 1–8.

Sarafis, P., Rousaki, E., Tsounis, A., Malliarou, M., Lahana, L., Bamidis, P., … Papastavrou, E. (2016). The impact of occupational stress on nurses’ caring behaviors and their health related quality of life. BMC Nursing, 15(1), 56. https://doi.org/10.1186/s12912-016-0178-y

Schaufeli, W. B. (2017). Applying the Job Demands-Resources model: A ‘how to’ guide to measuring and tackling work engagement and burnout. Organizational Dynamics, 2(46), 120–132. https://doi.org/10.1016/j.orgdyn.2017.04.008

Shahzad, K., Azhar, S., & Ahmed, F. (2013). A hidden threat: Work stress among business managers in Pakistan. International Journal of Economics and Management, 7(1), 150–171.

Shields, G. S., Sazma, M. A., & Yonelinas, A. P. (2016). The effects of acute stress on core executive functions: A meta-analysis and comparison with cortisol. Neuroscience and Biobehavioral Reviews, 68, 651–668. https://doi.org/10.1016/j.neubiorev.2016.06.038

Shim, M. (2010). Factors influencing child welfare employee’s turnover: Focusing on organizational culture and climate. Children and Youth Services Review, 32(6), 847–856. https://doi.org/10.1016/j.childyouth.2010.02.004

Siu, O. ling, lu, L., & Cooper, C. L. (1999). Managerial stress in Hong Kong and Taiwan: a comparative study. Journal of Managerial Psychology, 14(1), 6–25. https://doi.org/10.1108/02683949910254675

Smollan, R. K. (2015). “Causes of stress before, during and after organizational change: a qualitative study.” Journal of Organizational Change Management, 28(2), 301–314.

Steinisch, M., Yusuf, R., Li, J., Rahman, O., Ashraf, H. M., Strümpell, C., … Loerbroks, A. (2013). Work stress: Its components and its association with self-reported health outcomes in a garment factory in Bangladesh-Findings from a cross-sectional study. Health and Place, 24, 123–130. https://doi.org/10.1016/j.healthplace.2013.09.004

Stoica, L. M. (2010). Occupational Stress Management. Management in Health, 14(2), 7–9. https://doi.org/10.5233/mih.v14i2.104

Tang, Y.-T., & Chang, C.-H. (2010). Impact of role ambiguity and role conflict on employee creativity. African Journal of Business Management, 4(6), 869–881. https://doi.org/10.1007/s11682-019-00216-2

Van Bogaert, P., Peremans, L., Van Heusden, D., Verspuy, M., Kureckova, V., Van de Cruys, Z., & Franck, E. (2017). Predictors of burnout, work engagement and nurse reported job outcomes and quality of care: A mixed method study. BMC Nursing, 16(1), 5. https://doi.org/10.1186/s12912-016-0200-4

Veličković, V. M., Višnjić, A., Jović, S., Radulović, O., Šargić, Č., Mihajlović, J., & Mladenović, J. (2014). Organizational commitment and job satisfaction among nurses in Serbia: A factor analysis. Nursing Outlook, 62(6), 415–427. https://doi.org/10.1016/j.outlook.2014.05.003

Williams, L., & Wingate, A. (2012). Type D personality, physical symptoms and subjective stress: The mediating effects of coping and social support. Psychology and Health, 27(9), 1075–1085. https://doi.org/10.1080/08870446.2012.667098



